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INTRODUCTION

The rationale fat conducting this study as well as the objectives and curvey

design are described below.

L• The Reserve Components are facing declining strengths because of an

- inability to attract and retain people. Faced with this situation, the Reserve Components

have been engaged in a major marketing-like effort to recruit and retain high quality

• , personnel. T'is effort is necessary mince young men have a large number of potential

crareers and activities to pursue. The marketing enviLonment is complex, because

there Are many attributes of careers and activities that may be of greater or lesser

importance. such as salary, fringe Lenefits, opportunity for education) travel, image

of the job/activity and employer and so on. In order for the Reserve Components to

be competitive in this environment. it is necessary to engage in activities such as '
marketing research, advertising. and promotiou that have been successfully used with 4

cither products and services.

With the ;%bove As.' background. the D)epartment of Otfe'nst requested that A conm-I prehensive research study be undertaken to indicate to the Reoerve Components what

actions in the form of product nmodification and/or product communications are likely

to have the greatest impact on increasing 1.) acce•dions among various demographic

types of NPS civilian males and (2) likelihood of re-enlistment among carrent guards-

men and reservists. Hence. the overall objective of the study is to examine in detail I

motivational factors I- enlistment and retention an a basis for developing policy .

recommendations for efforts aimed at enhancing Reserve Component accession and

retention.

The information gathered in this study has several specific objectives. The

- ; first objective is to measure young men's propcnity r- serve for re-enlist) la

the Rý-tterve Components.

- The mtccond objective is to determine ctirrent ptorceptions of the Reserve Compo-

n.-nts in terms of 12 key attributes.



A third objective Is to 'tetermino the relative impnrtance of the. 12 key job

attributes that may ptovide the basis for influencing vow'e men to joln and remain it

the Reserve COmpRoatu.

Finally. this study provides a simulation model that ldicatei- what configurations

of job rh-iracteristles, benefits and incentives will enh.litct- 11 Iccessioas and (Z)
re-enlistment intentions, among varioum tariet groups (e. it. high school graduates, .:7ttc.

Study D-sian

In order to meet these objectives, Market Facts. ltýc. conduclrd o survey among

two different samples of individuals. The first sample consisted o( 17-26 year old I
mates who do not have prior or current military Involvement and who are not beyond I
their second year of college. In total. 1. 371 lnterview& were completed with non-

prior service (NPS) civilian males. The second sample consisted of Z17 current reser.-

vists and guardeomen grades E-4 to E-? in their first six- year term of service.

These two sample•s are treated entirely separately in this report since they address two

allrferent manning problems, accessionos and retention. f-

The Interviewing for this study took piece between July 7. 1977 and August ý1. 1977. t
The survey employed a computer-based interactive system of :nterviewing. Each "

respondent was seated at a video dipplay device (Cathode Ray Tube) on which q•sestionr

were presented and with which he interacted by use of a simple response keyboard.

The sample of NPS civilians was selected according to a q.ota sampling procedure. I

This procedure is discussed in Appendix I. The Department of Deft-nse provided a

randomly drawn list of reservists and guardsmen for the sample of current reser-

- •vists and guardsmen.

The study was conducted in nine geographic markets in whfch Reserve Component

units ate located. These markets. representing a wide cross-section of population

density and geographic location, were as follows:

*- Larte Urban Areas

- Boston. Massachusetts
-Chicago. Illinois'it!• -San Frtancisco. California

.. .... .. _ _ .... -"I J5



SmsU Urban Areas

B iUlings, Montana
-Chattanooga. Tennessee
- rbittefieWd, Manssachusetts
-Rocktord, Illinois

-Stftcton. California
-ViictoriA. Teas

To develop the simun&daon model. a technique called Trade-Off Arialtuis was

used. An overview of this procedure is provided below anti a more detailed discuuition

appeays in the Appendix IV.

Mny &atersative prgrams .might be adopted by the Reserve Components to attract

high quality recruit* sad encourage current reservists and guardirmen to remain tn the

service beyond their initial sti.year term. However. these alternative programs might

entail substantial differences in cost or difficulty in implermntation. SimilArly.

individuals also have preferences when considering attributes such as salary a•8d

educational assistance and the like. Thus. in arriving at an optimum combination of

Tiro~rams. we must consider trade-offs among cost. difficulty of implementation. and

likelihood of acceptance by potential recruits and those who may choose to re-enlist. The

cost and difficulties of impler-"ntation can be eetrkate-d •ith reasonable accuzacy for a

variety of grogram combinations but the icceptability tn polential retcuits cannot be P

adeqw:tely quantified by traditional atthtode and awareness mrssuresnent Pi ocedurtes.

Most people wotlJ like to follow care5er paths that involve high Palavies without "

responsibilities. etcitenwnt without risk, und security withodt t•edium. In the real

world, such possibilities rarely exist ant. un making a career choice, It is

necessary to consider the trade-offo among a number of curesr attributes. One

survey technique specifically designed for such situations it Trade-Off Analysis.

The b•sic procedure for Trade-Off AnalV.tie is as follows.

I

_______
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L ~ ~ ~ ~ ~ U rvuwrwSuw &fW~ comsav vialewe ind o

sell and famgily
-PX/PX and comnmisitary available whe~n on dutty for

sielf only

- 7.HairReglatins:-No regulations on haiir length

-Your hair must look short fur meetings; short
Yorhaired s eihr.N wits perttte
-orhair ms edhr.N wigs permtte

S. H1ours of Meeltillts IL-ch

- 12 hours c' meetings per month
- 14s hours of' meetings per month

19. When Unit Moctinga

Are eti:-1 session/month taking 2 days in one weekend
-2 seetsions/rnonth tdkring 2 different %aturda'~s
- 3 sessions/month taking I Sa.turday *nd 2 weekend evening

10. What Is Done At linit
Meetings: - SOS military t raining. SO% community servjicet

7 5 %J milita ry t raininx, 2 I% -ofrniuinity bertvice
* 000L military trasininit

II. Rtireent-Retire after 20 years of .ervice and receiave About

$23S/month plus bt-ne'.itts .t age 60
-Retire after 30O years of service and recrive ~About-

$UZ35/month plus heno-fits Ait Ageriot
-Receive no retirement pAy or benefits

It. Annual rwo week
Training! -Anntkal training during vacation. You get

- militAry plus civilian pay
-Annual training not during vacation. You get

militarV pl:s civilian pay
-Asinual training 'lot during vacation. Employer

makes up piay diffecr-nce
-Annual training not during vacation. You get

ondY military pay
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A | )b attribuate wea braech of service:
-Air Force

-Army
-Marlne Corps
-Navy

Attribute& Studied With the
National Guard/Reserve ,Snipe*

I. L-4 Pay (4-6
years service). -$1. 749 per year IS(% uver current level)

-$1, 399 per year t2O% over current level I
-$1. 166 per year (current level)
-$931 per year (Zo,% helow current level)

It -S Pay (4-6

years service): -$1. 44 per year (S04L over current level) i
-$1.47S per yerar ( 2 0 % over current level)
-$1, 229 per year (current! levelI)

4983 per year (201% below current level)

E-6 Pay (4-6 i
-ear se ) per year (reover current level)

-$1. 626per y-.rlZU, over current level)
-$1.35% per year(2 ,t current level)
y$1. 04 per year (c2ar, brow current e ev)l)

IF.-7 Pay (4-6

years servicev: -$2 296 per year ($0• over current level)

-$Z. 236 per yea rISO% over current level)-$1. 837 per yVe. r (120% over current level)

-$1.131 per y.-aricurrent level)

$1o 22S per ye•.r(f20% below current level)

Z. Length of Re-ienlistnwnt.-
-Re-enlistmr'it term o( I year

E - *Re-enlitastait term of 3 years

-Re-enlistin.nt term of 6 ye.rs

- 3. Re-•'tlistment Bonus:
-$3.000 re-•,nlistment bonus
-$1.000 r'-e vlistmet.il hboau*
- $o rt-'is i, it bon tia

4-1? (SAMF AS CIVII.IAN)
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Each respondent was presented with a series of pairwise comparisons of attri-

butes. A typical pairwisc question was presented in a format like the following.

Which would you prefer. -Ae

[Ayear enlistmentterm1 [A 6 year enlistmentterm

and a $1, 000 bonus OR and a $3,000 bonus

In this manner, each respondent indicated his preference for pairs

of attributes. The preference data are analyzed by a proprietary computer program

- that translates these preierences into numbers re-ferred to as utilities. The utility

associated with each level of each attribute is a numerical indication of the value or

importance which the respondent attaches to that attribute level. These utilities are

-. the basis upon which computer simulations have been conducted to investigate the effect

•, - on accessions and re-enlistment intentions of changing varc,.is attributes and combinations

of attributes by specific amounts.

The Accessions Model

In this study we are attempting to estimate actual behavior (i. e., accessions) from

a study of attitudes and preferences of the survey respondents. Traditionally, esti-

mates are made on the basis of econometric models. While such models have their

value, they are normally used in forecasting future accession rates for the current

set of attribute levels. Since the focus of the present research is on estimation of

accession levels for different sets of attribute levels (for which no market data exist),

it is necessary to include measures of the attitudes and values of NPS men in the

estimation model.

The d!,tp collection method used in the main part of this study requires only that

the responient make simple preference judgments. Unlike traditional attitude measure-

ment methods, the respondent is not required to say how important a particular

attribute is to him, but only whether one combination of attributes is more desirable

* " than another. The computer-based method used to collect data permits us to choose

a particular met of questionm to ask each respondent so as to sharply define his own

1 uniqw- values, and a set of numbers results which exprci• how valuable he perceives

each attribute level to he.

F -

*1 •[
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- Trade-Off Analysis has been osed on a large number of occasions in marketing

research to learn the relative perceivod values of product attributes, and there' is

- little doublt about itn ability to do this Yucceusfully. For example, if we larn that ann

individual places more value on an additional thousand dollars per yea r uo pay than : I
t on expanded PX/BXl(;ornmihsary privileges, we can state with samie confidence that

higher pay is more likely to cause him to join the military than a change in PX/IX/

- Commissary privileges.

However, in this study we have attempted to go beyond the measurement of

4 , relative Importances of various attributes, and to make estimates of actual accession

levels which would occur given any change in attributes of the military "job". This

* task is much more difficult since it involves not only measuring preferences between

different collections of attribute levels, but also the estimation of likelihoods of future

actions. People are not very good predictors of their future behavior, and consequently I
the actual levels of accessions predicted will have considerably mon, uncertainty

- surrounding them than the conclusions about the relative strength of various combi-

nations of attribute levels.

-rContent of Interview

The interview focused on the following areas of Information:

(1) Respondent demographics

-Age
-Mrital status
-Racial/ethnic affiliation
-Education
-Employme nt

-Socio-economics of parent's household
-Reserve c-)mponent status (Military respondent. only)

-Component

-Lo•nlzlh o•f service

-., ob

(2) Propensity to enlist/re-r: list In the Reserve Components

,) Perception of the. P0,,erve Components on 12 Attributes
J (4) Trade-off of palred attribittes

S1) E.timAte', of likelihood of enlisting (re-enlisting) under various conditions

(6) Satitfacto'n with t.,•,ervw, Components (Military respondt-nts only)

(11 Achievability of life goals in the Reserve Components (Military respondents only)

*I
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Overview of Study Analysis

The decision to join or remain in the Reserve Components in contingent, in part,

on at least two general factors: how the individual currently spends his time (e. g.,

employment, education. etc. ) and his attitudes towards the Reserve Components b4.sed

- on his perceptions of these services.

Both factors, in turn, have several ramifications with respect to serving in the

Reserve Components. How an individual spends his time affects both his desire and
need for additlona& activities as well as his ability to pvursue other activities.

-- His attitudes toward the Reserve Components reflect both the individual's

psychological (e. g. , serving one•s country, associating with others, keeping busy, etc.

and his economic needs.

b Any attempts to estimate accessions and re-enlistment intentions must consider

both factors. Hence, the analysis and reporting of this study has been couched in the

framework of these two tactorv.

Insofar ar the sample of NPS civilian males rnd the sample of current reservists

and guardsmen represent two very different populations and two distinct problems, the

data derived from these-two sampies have been analyued and reported separately.

With respect to implications for recruiting strategy development, however, con-

cluslone drawn from both samples have been integrated and are discussed in the

Executive Summary.

With the above as background, this report begins with a discussion of NPS

civilian males; how they currently spend their time with respect to employment and

education, their stated likelihood of serving in the Reserve Components, their

perceptions of the Reserve Components in terms of 12 attributes, the relative importance

(utility) they attach to each of these 1Z attributes, and the impact various configstrations

of attributes are likely to have on their decision to join or not join the Reserve

Components.

!-

K . .... iii•
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A discussion of current reservists and guardsmen follows the discussion of NPS
• rivilian mAles. Similar issues are addressed; how reservists and SUardsma•n spend

their time with respect to employment and education. e'the nature of their military

"service, their relative likelihood of re-enlisting. their perceptions of the Reserve

Compt.nents in terrma of va-.ious att'ibut• a, the relative importance they attach to

each attribute, and the Impact various contt4.rations oi attributes are likely to have

on their intentions to re-enlist.
&!!*• •in such a large study. many results are likely to appear which are due

solely to chance or sampling variance. In order to avoid being deceivwd by such

I,, results, the analysis of the data deoln~ates those results which ar* unlikely tn be

• due to chance or sample idiosync.aies. Spectically, significance statements
are bated on the 95% cotnfidence levAl. This means there ie less than a 5% chance
that such a issult would occur solhly due to chance.

The quota sampling procedu•re used in this study necessitates that the collected

data be weighted in order for us to make valid estimates of national statistics. The

procedure for weighting the data is discussed tn Appendix IL

Floally, the body of the report discusses conclusions. TechnicAt Issaaux per-

taining to data collection and analysis are discussed in the appropriate appendices

which are oefrrenced throughout the report.

I,?J,
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- EXECUTIVE SUMMARY

Introduction

This report is a dl.s.sion -f nvativatiooal factors in enliutrinint etnl' retentlon

in the Reserve Components. The study provides guidance for recrulting ond

retention strategy development by examining the relative impact on accessions and

re-enlistment intentions of various configurations of job characteristics, benefits

and incentives. A total of 1. 37i non-prior service (NPS) civilian males between 17 and

Z6 years of age were interviewed in nine geographic markets using a computer-based

... interactive system of interviewing. In addition. 217 current guardsmen and reservists,

grades A-4 to E-7 in their first six-year term of service, were interviewed. The

two samples are treated entirely separately in this study since they address two differert

manning problems, accessions and retentions.

Major Conclusion of the Study of NPS Civilians

- NIPS civilians tend to view various types of large financial beniefits as the inost

important factors in making a decision to join the Reserve Components. Educational

assistance, enlistment bonus, and increased otartins pa_ are likelykto have the greatest

impact on increasina accessions. Other financial or quasi-financial attributes are

among the less powerful or important attributes. PX/BX/Comr-dssary privileges, A

military pay being tax free, and annaal training vacation arrangements could all affect . *

_- the real income of reservists, at least to Nome degree, but their impact on ac,:easions

can be expectid to be relatively small. Factors related to the impact of Reserve

-, Component membership on lifestyle (I. e., frequency of meetings, length of meetinga

per month, halt re,.ulatiolvl) are likely to have relativplv little Impact on aeccesionn.

-It is estinsted toiat modlfying tho Reserve Coniponeiit in terki,. of variunu levels Th

of any one or more of the three moot important attribtites could enhance accessions by

•i •0v or more. The ducision regarding which modifications to make, however, depends

Snot only on cat.,didates' preference& but also on economic and logistic considerations. The

SI
• '4
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present study offers guidancL by providing the Departnment of n)efen.%e with a math-

ematical and psychological model that permits simulation of product mnodilfcations

and estimation of the resulting level of accessione of (i) NVS men in totas or 12) men

with certain demographic characteristics.

Propensity to Join the Reserve Components

In total. 17.9%of the NPS men expressed positive propen sit) (i.e.. saairl that

they "definitely" or "probably would' serve) for the Reserve Components. Approximately
; ~one-in-seven (14. 5%) young men rated themselves as possible entrants into the

Army Reserve, Air Force Reserve. Naval Rese--ve. Marine Corps Reserve and/or

Coast Guard Reserve. One-in-twelve (8. 2%) respondents expressed propensity to join

the Army National Guard and/or Air National Guard.

The overall rank order of the components based on expressed propensity levels

was as follows:

-Army National Guard 5. 5%
-Air Force Reserve 5. 5%

" -Army Reserve 5.3%
-Naval Reserve 4. 8%
-Coast Guard Reserve 4.6%
"-Air National Guard 4.4%
-Marine Corps Reserve 3.3%

Demographic Profile of Positive Propensity Men

-. Those men who expressed a positive propensity for the "Reserve Couponeitts. "

in contrast to negative propensity men, tend to be

- : -More likely to be Non-White

£ -More likely to still be in high school

-Less likely to have had a college preparatoty curricLt.lum
In high school

-• , -More likely to have had a vocational currictaliam In high

V School

-t.ets likely to be in college
- H

;:. . .. . . . . .. . . . . _ i l l I II I I It. • " "
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-More likely to be curreittly unemployed

- -Less likely to be in white collar occupations, if employed

-Leas likely to be from a large urban area

"This profile tends to underscore the importance these individuals akttach to

- economic benefits. For these individuals, the Reserve Components rnay he an ";repor-

tant means by which they can advance themselves in ternis of education and oc,-:ipatiol).

Perceptions of the Reserve Components

NPS men were asked what they believe the Reserve Components presently offer

in tt rms of job characteristIcs. benefits and incentives. Respondents were asked

to indicate what they believed was the current level for each of twelve attributes. The

Srmajority of these men perceived each of these attribute.s to be characterized by higher

than actual levels. With respect to recruiting strategy development, these

-" favorable misperceptions suggest that the Reserve Components need to concentrate

- itheir recruiting strategy develpment efforts primarily on the more difficult task
I

of product imFrovement rather than improvement of communications.

Major Conclusion of the Study of Current Guardsmen and Reservists

-The most important attributes with respect to enhancing re-enlistment intentions

- appear to be similar to those that are likely to have the largest impact on accessions

of NPS men. A re-enlistment bonus and educational assistance are likely to hay,,

- the greatest positive impact on re-enlistment intentions of current guardsmen aod

reservists. Tax -free rii-.y pay, length of extension of service, and increased

pay also appear to he important factors in making a decision tu re,-enlisl. Factors

f related to the impact of Reserve Component membership on lifestyle such ac timiing

of annual training, hair regulations and length of meetings per month appear to be

of relatively little importance in the re-enlistment derision for currert guardsmt-n

and reservists.
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The estimated likelihood of re..enlisting could be int. reamsed by 1)% or more'

by modifying the Reserve Components in terms of variois levelb of any one or 'tior,

of the following attributes: re-enlistment bonus, educational assista':ct-, lb'vef of

pay, tax benefits and extension of service.

The simulation model enables the Department of Defens. to examine

potential for increases in re-enlistment intentions for various configurations of

job characteristics, benefits and incentives among (I) current guardsmen and reservi &s

in total and (Z) those men with certain demographic characteristics.

Propensity to Re-enlist in the Reserve Components

0 in total. 3S. 1% of the current guardsmen and reservists said that they "definitely"

or "Ipobably would" re-enlist. Another 15. 2% were undecided. One-half of the men

intending to re-enlist planned to do so for no more than one year. The average was just

just over two years.

Demographic and Attitudinal Profile of Men Intending to Re-enlist

Those men who said that tht 1- ,definitely" or "probably would" re-enliat

(positive propensity), in contrast to negative propensity men, tend to be...

-More likely to be Non-white

-Less likely to be a college graduate I
-Less likely to be in a white coliar occupation

-More likely to be in a higher grade (E-6 and E-7) .

-More likely to see the Reserve Components as enatlilni

the achievement of life goals

-More likely to be satisfied with the Reserve Components

kPerceptlofs of the Reserve Components

Most guardsmen and reservists appear to be quite well informed about what the

- Reserve Components presently offer in the way of job characteristics, benefits and

incentives. Efforts aimed at increasing reten.ton should be concentrated, therefore,

onfirsýt .rodind an enhanced product, rather than on product communications.

, '4
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-- i SECTION I 1

SAnalysis of Demand on Time:
Employmont and E iducional Involvement

For most. membersaiip in the Reserve Components is not i primarv pursuit.

Rather. It repreuents another activity in addition to one's ptimary vocation. Inv

deciding whether or iot to join the Reserve Components. a )oung man must take into

consideration his present or anticipated employment and education situationst. Spec-

ifically, he nuist consider his motivations for joinbig within the framework of the
degree to which his employment andlor education situations (e. g.. availability of

time, enployer cooperation. etc. ) enable him to pursue an additional activity such

as being a Nat, -nal C. uardam.an or Reservist.

As rm-ans of providing b•ckground to and undcrsanditng of the intentions of

civilian non-prior service males with respect to serving i.. the Reserve Components

a dise, assior of their current employment and educational involvement follows. "Fhe

issue is the extent to which time is available to the individual to participate in the

- . Nationil Guard and Reserves.

I. I Levei of Einphy.ynent

As Table , shows. 60% of the malet interviewed in this study reported that I

"- they were currently employed, the majority of them in full time occupations. The

b,/.,nce reported being not employed.

- Table I. 2 shows that 68% of employed respondents reported holding blue

collar occupations; many of them in service (e.S. . policeman, postmAn, delivery-

- m.n. et.) occupations. Department of Defense data otn enlistees as well as

attttudinal studies such as the Youth Attitude Tracking studies itdicate that

"individuals from higher socio-economic groups are less likely to join the all-

volut,,eer forces. Occupational status is one indicator of socio-economic

standing. The extent to %% -oh it is a discriminating variable with respect to

propensity to serve in the Reserve Components is examined in Section ill.

mLi
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dft SEPO TMD LtVL (W EMPLOYMENT

"J~~I

MWPrt-e ia. 316.

Not evoooyed
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TABLE 1. 2

OCCUPATION

TOTAL

4 - White Collar 31.9

Profeeetomal Itechnical 7.4

Manager/proprk.tor 9.0,49.
ales ?.9

Clerical 7.6

Blue collar 61. 1
Crafttnannlkilled labor 13.?

- Machinery operator . II
Service worker 29. 0 1

-General laborer 17. 3

BASE (424) ItI
I

a..
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It I* mot aongnwme for a l mtk Ili the 17-4b year-old ago £roup to both

usre aiad attrend aehes. Being both 00np&oyed antd •isrolled in school terad.

* •to 1vAt paoreven's obilty to p••sue athdtional octtvitir-.

Table I. 3 aumnursiem the degree to which respondents are both

-r emptoyed and going to school, One third of th" mple itdicad that they

work and go to school. At the other extr•,wm. 22% sald that they nt-bther

work nor go to school.

tti

5.1

z.1

t ,I
:!i J "
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TABLE 1.3

LEZEr.. OF EMPLOYMENT COM14INED
WITH zrUCATIONAI. INVOLVEMENT

TOTAL

%I
-tEpl3y-.4.et md Atteii %&-%hspo 35. 0

- Employed only ZS. I

Not employed and attend school 17. 9

Not employed and do not attend
school ZZ, 0

BS3

BASE (11371 )
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• I1.3 Derived Demand on rinwe

•::i, A young mi,-ns likelihood of joining the Reserve Coinponents in con-

•-,•.. tingent, in part, on the demands placed on his time. T/he most objective

• measure of demand on time is the number of hours worked each week. Thet I
I~i• concept of dema~nd on time, however, also has a subjective element -- what

3 the Individual perceives the demand on his time to be. This perception, in
npart, may be & function of both the nature and delree of the individualvs work-

related commitments. These include whether hit work i" full time or part

time, the number of jobs held, and whether he also attends school. Corn-

-' - pared to someone who has a part time job. a pri~on who holds a full time

job may feel he has m'ore of a commitment to his work and, therefore, has

-less time to pursue other activities. This may bet thi i person's perception.

despite the fact that both individuals work the same number of hours each week.

The following example further illustrates the objective and subjective

nature of the concept of demand on time. The major weekly activities ofS-. four people are described below.

Person A Person B Person C Person D

. Works 40 hours . Works 40 hours . Works 40 hours . Works 40 hours

. Holds I full- . Holds Z part- . Holds I full- . Holds I part-
time job time jobs time job time job

t Attends schoo;t

All four individuals work the same amount of hoours each week. How-
ever. they may perceive the demand on their time differently. In addition to.•

his one full time job, Person A also attends school. tie physically has more

demands placed on his time than do the other individuals. Person B may

perceive the demand on his time to he high, while Person C and Person D

do not. Person B's perception of his situation Is based on his commitment

to two jobs rather than one. Like Person C, Person D works 40 hours each

week at one job. In contrast, however, Person D's jolt is only temporary

(i.e. , part time). This may lead Person 1) to vicw the .l!rMtalld on his time

to be less than what Person C perceives hIs time availability to be.

ii . - - -. ~--.~I-III I"--II.III-I.. . .- IA
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As a means of gauging this demand, an index of demand on tinie was created

by asking the individual to report several areas of employment information --

"eemployed foll time or part time, number of jobs held, number of hours worked per

week on all jobs. In addition, the index is basttd on wha•ther or not the respondent in

in school. The index ratnges from a low of 2 to a high score of 16. For putrposes

of discussion, the scale has been divided into three groups?

Demand on Time Scale Scores Typical Description

High 11-16 sWork Z+ jobs,
e40+ hours a week

*May also attend school

Medium 7-10 eWork I full time job
*Aboot 40 hours a week
*May also attend school

Low 2-6 sMay work I part time job
eLema than 20 hours a week
*May attend school instead of work

T

Table 1.4 explains the derivation of the demand on timo, index.
I

TABLE 1.4 K

.ymn _ NmberofJcour Worked t.,Wet•kl _§Soo.L._ j
"VValue Val.u valu Value

Full tVne 3 Four or more 4 61+ 7 Yes 2
Part tintle 2 Three 3 51.60 6 No I
None I Two 2 41-50 5 -

One I 31.40 4
None 0 21-30 3

11-20 2
1-10 1
0 0

Table 1. 5 shows that 15. 8% fthe respondents reported havinig a relatively

high demand on their time, during at ^v..raRe week. In general. tht.ue pnople are

typically holding more than one job or arc working full-timn plus ljoing to school.

As such they are working and perhaps ^ttendiog school emore than 40 hours a week.
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TABLE 1. 5

DEMAND ON TIME

TOTAL

High 1S.8

Medium 45*

Low 38.7T

BASE (1371)

I'-

€.!
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[!• I. 4 aaracteriueica of Emnovrrnsnt

T1pically, a pereon wor 1 -: %t one full time job for 35 to 40 hours a week.

For many this is sufficient to meet their economic as well as work-

- related psychological needs. The extent to which people exceed this

standard raises q%%esticns as to what motivates them to pursue additional

- work. To a large 'extont their motivations may reflect an in~ability to

fulfill their economic and psychotogical needs from one full time act-

ivity. As a source of activity and economic benefits, the National

Guard and Reserves could provide one means to fully satisfy these

needs.

The issue is not only the question of time availability to participate
in activities such as the National Guard and Reserves, but whether the
Reserve Components as an activity offers what individuals are seeking.

"p.. With this in mitd, employed respondents were asked a series of
questions wvith respect to the number of jobs held. hours worked in an
average week and average weekly compensation from all jobs. Table

profiles these key employment characteristics. Respondents who reported

holding more than one job were asked their reasons for multiple employ-
ment. Their reasons are presented In Table 1. 7.

The data shown in these two tables can be summarised as follows, r -

I. NPS civilians reported, on the average, working a
neormal 35-40 hour week, although 12% reported
working 50 or more hpurs.

2. On the avetage, 'best man replorted eaining modest
incomes ($139 per week or approximately $7, 200 per

- year). Only 8. 7% said they are earning in excess of
$1 S, 000 per year, a relatively high income.

3. Ninetre,, percent of the working respond•its said that
they hold more t*an one job. Their mr'tlatlons were
primarily economic and txiure-oricntld in their oer-
"pPective: save for the future, varn tuition for school
.iýd earn extra money to buy sotwuthing special.
Psychological reasons such as associating with others
and filling one's time also were mentiohed f•arqueaxtyy.
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TABLE 1. 6

KEY CHAIJACTEPIST[CS Of ICIF'IA) Y M1NT
ii

TOTAL

Average number of hours worked
per week on all jobs 36. 7 hoti,..

"Percent who work more than
5O hours per week 12.1%

Average Income per week fromall jobs $i39. O0)

p~i Percent who earný•$300

or more per week 8.7%

Percent holding more than one job 19. 1%

BASE 1824) t
7i

• I

. .. . - .k a a .a~.a+.tzk. LiJlk.. ..... ... IL
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TABLE ),

MAJOR REASONS FOR 14OLDINO

MORE THAN ONE JOB

TOTAL

Save for the future 37.3

Earn tuition for school 36.8

Earn extra money to buy
s momething special 3Z. 4

Meet regular household expenses 26.6

Pay off debts 
25.1

-Keep busy 
Z4. 1

Be with other people 18. 5

BASE 
(166)

A5

S'

41s

'1e 4 Multiple mentlont

'* i ._ - . . ... .... . .. .. ._ _"



27
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In summary, the modest economics of the employment of NPS respondents

would suggest that they may have a serious need for additional income of some

sort. The fact that one-in-five work more that, one job, primarily for economic

reasons, tends to underscore this possibility; Moreover, from the standpoint of

time availability, the employment of these men does not appear to be overly

demanding.

AU In all. there appears to be considerable correspondence between the

employment characteristics of the target market group surveyed in this study

and the time demand and benefits associated with participation In the Reserve

-¶ Compo ,,"to.

I iI-

V,.
+ [,I

4 ii



i's5 Perceived Difficualty of Obtaining Employment
k ~Labor market factors can be expected to have an effect on Reserve 4

- Component enlistments as they do for the active duty services. People's

Impression* of the job market may have a greater role in career choice

than the actual labor situations. For thi reason respondents were asked

- their perceptions of the job market in their respective areas, both how

difficult they felt Itwas to (1) get afull tiejob and ()get apart time job.

Table 1. 8 sumnmarizes respondents' perceptions of the market for

full time jobs. Nationwide. 37. 9% of the sample felt that for a person

F' their age getting a full time job In their area was very difficult or almost[ impossible. One-half (50. 2%) of the sample felt that it was somewhat

difficult and the balance felt that it was not difficult at all. Respondents

living In large urban areas (I. e.,. Boston, Chicago and San Francisco)

were more pessimistic than others about finding full time employment In

their areas.

Table 1. 9 summarizes respondents* perceptions of the market for '
part time jobs. Nationwide. only 23. 1% of the snmple felt that it was

almost impossible or very difficult for someone their age to find part

time employment. Almost one-half (47. 9%) felt that it wasn somewhat

difficult. Young men living in large urban areas were no diffe, rent from
their counterparts In small urban areas with respect to their perceptions

of finding part time employment. All In at. young men' appear to be

somewhat more pessimistic about finding full time employment than they

- are with respect to finding part time employment.



- TABLE h18

PERCEIVED DirFICULTY Or OBTAINING
FULL TIME JOB IN AREA -i

- _GEOGRAPHIC LOCATION

TOTAL LarEe Urban Small Urban

A| nwet impossible/very &

difficult 37.9 40.6 33.9

ISowhat difficult S0.2 48.3 53.0

SNot difficult at al 11.9 1.1t 13.1

BASE (1371) (824) (548)

""Large urban and on-ll urban differ significantly

Vt Ii• I

.I
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TABLE 1. 9

PERCEIVED DIFFICULTY OF OBTAINING

PART TIME JOB IN AREA

TOTAL

Almost Impossible/very
difficult 23.1

Somewhat difficult 47.9

Not difficult at all 29. 0

BASE (1371)

p..

Differences between respondents living in large urban versus small urban
akreas are not statistically significant, and therefore. are not shown.

II.
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SECTION II

Prmmntty to serve inlthe Reserve Components

Z. 0efinution of Propensity A

A principal measure in this study is enlistment propessity (i. e.. the

stated likelihood of serving in the Reserve Components). Respondents

were asked to indicate their likelihood of serving In the Army National

Guard. Air National Guard. Army Reserve. Air Force Reserve. Naval

Reserve. Marine Corps Reserve and Coast Guard Reserve. as well an

the active duty military. Respondents were asked to indicate how likely

it was that they would serve in each of the specific services. The following

scale was used?

Definitely Positive Propensity Group

Probably J

ba n Negative Propensity Group

Definitely n

Those who answered "definitely" or "probably" with respect to one or

more of the seven Reserve Components have been classified as o.sitive
.pensit-. others are classified as nen .ve ] nsit.

Psychologists have found that the best predictor of an individual's

future behavior Is often a statement about what he expects to do in a

- situation. The measure of propenslty is a measure of this type. No

attitudinal statement should be interpreted as being a definitive predictor

of hunan behavior, however, since there are many factors that can Inter-

vene between an expression of an attitude and the actual behavior. Neverthe-

less. propensity in the best measure of this type available to us. While

its specific relationship to enlistment is not certain, it appears to be highly

correlated with future enlistment. Propensity data obtained in the present

,/4

,LI-
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study wore compared to own acceession for epecifc age and racial groups
6" found to eorre1 fe by a factor of .77. * A perfect corelationto l1 0.

•-"The purpose of this section is to provide an analysis of propensity. First

the moesuremeft itself is seamed. Then those factors are identifid which way J
- disc rininate between positive and negative propensity groups.

t- TM& relationhp to based an tee eleamets of "tat

4(1) 1970 Cens1s figures for vto & no&-vALIte mmles. &Sea IT to Z6;

•' ""• -- Z) actual accessonsM for those demogtraphic groups for the period

-! • December 1976 through June 1977, provided by M4ARDAC; and 13) propentsity

. erhwdata collected bn the present study.
(1 g.Cnu iue o ht adnnwiemlsae 7t 6
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-1. Z Probabilty of Srvina in the:RhserverCoppooltnts

- Propensity consist@ of young m.tals ratings of their probability of

entering any of the seven Reserve Components. rable 2. 1 presents

three posltivt, propensity a.uesurest

-The proportion of young men who exprebs a
positive likelihood of serving in any one or
more of the seven Reserve Co'nptinents.

-The proportion of youang m"•n who express a
-positive likelihood of serving in one or niore

of the five branches of the Reserves.

-The proportion of young men who express a
positive likelihood of serving in one or both
of the two branches of the National Guard.

Table Z. I can be summArized as follows:

1. Approximately one-in-six (17.9%) respondents said that they
"definitely" or "probiably would" serve in any one or more
of the Res.rv- .:omttponents.

?. Approxini.attly one-i,1 o.'vci (14. %%) yoting ni.t rated the.melve,
.1% povisibt ,.'ntratits into thi- Arnm¥ Re.se'rve, Air Force R-serve.

- N.tv.NIl Rt.Gservr. M.rtnl. (Corpm Res.-rvc .-ndinr Coast (tiardl It,.servi,.

3. One -in-twelve (8. •%) rempondents expressatd positive propensity
- to serve in the Army National Guard and/or Air National Guard.

Table 2. 2 shows the proportion of respondents who indicated

positive propensity for each of the Reserve Components. The overall

rank order of the Reserve Comiponent services based on expressed

propensity levels allso is shown in Table 2. Z In terms of propensity

to serve. 'io on•.r trvit-4, i,4 dontinant.

ii

S! -_ _ . . - ,
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TABLC A. I

POIRTIV3 PROPENSITY

TO inwVZva z

- a~RUina E COMPONENTS

TOTAL

RUsetw' Compusmto (set) 17. q

- Resemyos (enly) 14. S

N&46~ Guar (*losty) L . i

BABE (1371)
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TABLE Z. Z

POITIVE~ PROPENSITY
TO SERVE IN

SPECIFIC RESERVE COMPONENTS

TOTAL

Army National Guard 5. 5
Air Force Reserve 5. 5

-Army Reserve 5. 3
Naval Reserve 4. 8

- Coast Guaarda Rese rve 4. b
Air National Guard 4. 4

Main Corps Reserve 3. 3

BASE (31



- ~2. 3 Enlistment. !)eclhion Process :
The enlistment decision process may he a multi-step proceias The

- Individual may first decide to serve in the military and then choose

am-ong the different services.

An Table 2. 3 shows. a large number of men who have positive

propensity for each of the Reserve Componenits are also po~sitive towards

one or more other services. On the average, positive propensity young

men showed a positive disposition toward two to three servics-.

The six Reserve Components appear to draw upon the same or

similar pool of young men. This seems to be especially true with

i-

respect to certain combinations of services. For Instance, over one-

half of the young men with positive propensity for the Army National L
- ~Guard also have poaitivc propensity for the Army Reserve. Just the'

opposite is true for those with positive propensity for the Army Reserve.

A similar relatioviship exists between the Air Force Reservu and Air

National Guard, These Inter- relationships seem reasonable in view of

the missions of the respective services. The Marine Corps Reserve

has inter- relationships with both the Army Reserve and Naval Reserve.

I These also seem reasonable because of similarities In missions with

both the Army and the Navy.

The enlistment decision process also may involve the choice betweenj

active duty and reserve duty. As Table 2. 4 shows, approximately one.
- half of the young men who expressed positive propensity for the Reserve

Components also rated themselves as being likely to serve in the active

duty military.

II
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'rAB LE 2.3

THE EXTENT TO WHICH PROSPECTS SHOW
POSITIVE PROPENSITY FOR MORE THAN ONE

RESERVE COMPONENT

Individualsit h positive propensity for these components,
A Army Air Air Ma rine

National Force A rmy Naval National Corpe
SAlso Show Positive Propensity Guard R ,eserve Reserve Reserve (;.uard .Ret~erve_

•,• , F~~or These Components _ % • .__

Army National Guard 100.0 30.9 =5. 33.8 37.7 36.5

Air Force Reserve 31.6 100.0 31.5 36.6 Cs5. 1.) 33.8

-- i 8ry e ev 30.0 100.0 38.0 30.SArmy Reserve . 1

Naval Reserve 29.6 31.3 34.0 100.0 32.7 C44.7)

Air National Guard 30.5* 4 25.4 30.2 100.0 23.3

Marine Corps Reserve Z1. 7 14. 7 25. 5 30.3 17. I 100.0

Average Number of Ser,-ic(' 2. 67 Z. 52 2. 7?. 2. 6) 2. 69 Z. 80

BASE (74) (76) (73) (65) (60) (44)

--- -

S*Examples This says that 30. 5% of the respondents who have -positive propensity

for the Army National Guard also have positive propensity for the Air National Guard.

Circled entries indicate relatively high overlap.

!-I

Vi 
"
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TABLE Z.4

THE EXTENT TO WH[CII RESERVE COMPONENT
PROSPECTS SHOW POSITIVE PROPENSITY FOR

!', ACTIVE DUTY SERVVICE

Individuals with positive propensity for these
IIe.•omponents:

National Guard Reserves

Also showi positive propenstity
for scttfe duty service 51.0 48. j

BASE (112) (199)

Data for the individual components are not shown since there are no statistically
signlficant diilerences am~ong the six Reserve Camponents on this measure.

- I

"I ___

;. I I
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2. 4 Officer Versuu Enrlsted Entry.Exectatiox.s

Respondents who expressed positive propensity for serving in the

Reserve Componentst were asked their expertatio,1s with respect to

entering the service a• enlisted men•" or as officers. rabie z. 5 shaws

that two-thirds (68. 5%) of these individuals expect to enter the service

as enlisted men. Thim is Artually Identical to the 68.9% figure reported

it the Youth Attitude Trackinij StL'd !y.njrLn77Las the proportion of

young men who expect to enter active daty service as enlieted men.

Ni
ii

:? * ""

= ,Ii
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TABLE Z. 5

- EXPECTATICN OF ENTERING
RESERVE. COMPONENTS AS

AN ENLISTED MAN Ot OFFICER

TOTAL

Enlisted mati 68.

OfClce r 11.

- 'ASE (245)

.¢ H
- I

Ale-H

' , , . . . ,
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2. 5 Demographic Profiles

Demographic composites for the positive and negative propensity

groups for the National Guard and those for the Reserves are presented

in Tables 2.6 and 2. 7. respectively. Statistically significant (as assessed

by +toot) differenices between the groups are footnoted.

:4The positive and negative propensity groups for the National Guard

differ as follows:

*1. Blacks comprise nearly four times the proportion of
the positive propensity group as of the negative propensity
group.

Z. A lower proportion of positive propensity individuals
are employed in white collar occupations. At the

same time, a considerably larger proportion of pos- :
itive propensity indivikduals are not presently employed.

3. While the two groups do not differ with respect to the pro-
portion of students, they do differ with respect to level of

schooling. High school students make up a higher proportion
of the positive group than of the negative group. At the
same time, positive propensity individuals are less likely

to have had a college preparatory curriculum in high school.

4. The positive propensity individual is less likely than his
negative propensity counterpart to be from a large urban
area.

5. The two groups, however, do not differ with respect to

- average weekly earnings. This is important in view of
the fact that economiAc incentives are likely to have the

greatest impact on enhancing accessions (see Section IV).
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TABLE 2.6 4

~ij

ANALYSIS OF PROPENSITY TO SERVE

IN THE NATIONAL GUARD
GROUP PROFILES ON DEMOGRAPHIC VARIABLES

-Positive Negative

Average age 19.7 years Z0. 6 yearm
_• •Black• 36. 3% a9.6%

j Other non-white 1.9% 2.3%

White collar 11.6% a 19.9%
- Blue collar 32.2% 41.4%

'" Not -, king 57. 2% 38.7%

Av..rage earnings $143.00 $139.00

High demand on time 13.0% 16. a%

Students 54.9% 53. 2%
In high school zo. 5% a 11.5%
In vocailonal/trade school 2.7% S. 6%
In college 29. 5% 3S. 6%

High school graduate not in school 25. 0% 30. 0%

College preparatory curriculum in
high school 34.6% a 59.5%

Vlc_-, .1 cuT lum in high
hool 32.4% Z7. Z%

Married 4.7% 8.6% f

Resident of large urban Area 43.8% a

BASE (11)•1 (1260)

a Positive and negative prop.ensity groups differ significantly
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The positive And negative propensity groups for the Reserves differ

in these ways:

I. Blacks comprise three times the proportion of the

positive group as of the negative grcup.

2. Compared to his negative proper..i-y counterpart, the

positive propensity individual is less likely to be employed.

L. a white eoUar occupation, and considerably more likely

to be unemployed.

3. Although they do not differ with respect to overall proportion

of students, they differ in terms of level. As in the case of

the National Guard. this explains why they do not differ signi-

ficantly with respect to students in general. Positive propensity

individuals are more likely to be in high school, and. correspond-

ingly, less likely to be in college. Positive propensity individuals.

also are less likely to have had a college preparatory curriculum

in high school. Rather, they are more likely to have had a

vocational curriculum. This is a significant difference not

observed with respect to the National Guard.

4. As in the c'a-ie of the National Guard, the two groups do not

diflhr with respect to avwrrae weekly earnings.

-
t

I

i~i Hmi| 
9
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TAIILE 1. 7

- ANALYSIS OF PkOPENSITY TO SERVE

- 11IN THlE RESERVyES
OROUP PROFILES ON DEMOCRAPIIIC VARIABLES

I Positive Ne~gative@

Averale age 19. 0 Joeare 20.9 years

Other non-whbite 27 .1

Wht.cllr7.0% A21.4%
white collar 4. a40.3%

- Not working 30. 3% 3.3

Avcer~ge earnings $~i 2. 00 $140.00

High demand on time .%1.3

Students a99 52. 3%

In high school 27. 7% 1. 7%

in college U.U. 1% 7.170

High school graduate not in school 24. I% 30. 5%

inhghshola4 w 61.3%

Vocational curriculuml ina
high school 40. 0% Z5. 6%

Marid .3% 8.3%

Resident of large %irban atea 53. 3T. 61. 3%

BASE (199) ~1Z

I Powltve and negative propensity groups differ significantly
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SEC TION III

•i~i-Perceptions of Twelve lR..erve Componnent At*,ribute,

'1i11. 44t1 1d14 • atv . • tf the- it• trvi- (omp-uent.. it *ttracti ti w l.ohiEI

- contingent. iti part, on what individuals ptrcivir to foe rurrent levels of various

ct'araeteristics of the "product" offered by the Reserve Components as well at theI'
value or importance these people attach to those characteristics. The issues of

values attached to product characteristics is discussed in Section IV. In this section,

- perceptions are examined.

The perceptual data have important implications for recruiting strategies. If

recruiting strategies can be conceptualixed as having two primary functions product

delivery and product communication - then the question can be posed as to which

function should be emphasited. The perceptual data gathered in this study

offer guidance. Favorable misperceptions would suggest that there is less need

- to emphasize product communications, but a need to improve the product. On the

other hand. misperceptions in an unfavorable dirertion would suggest that there is

- an opportunity for improved product communications. For example, individuals may

believe that the Reserve Components currently offer educational asaitasA4ce beaenLta

when in fact none are offered. This is a misperception in a favorable direction.

The ianplication for recruiting ntrategies would be that emphasis should be placed on the

-nore difficult task of modifying the product rather than on product communication.

it should be kept in mind that we are talking about "degree of emphasis" not doing tne

activity in lieum of the other. This is the framework in which the perceptual data are

analysed.

3. I Procedures for Collecting Perceptual Data

Respondents were shown 12 attributes that described various Reserve

Component characteristics. benefits and incentives. These attributes and their

levelq were discuassedI it% the Introduction of this report. For each attrilbutc.

rexpowidents were atsked to Iitdicale from a list of two to four levels what they be-

- litved 0o be the current level. rhim series of questions was asked just prior to

the trade-off portion of the interview where rz-spcndents indicated their pref?,rencl.

tor various combitkdtions (if these attributes.

,4 L....
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3.Z Current PercnL.ons o. the Reserve (.OTmwat--

Table 3. 1 muni•i4riseq the perceptior-.P of thi' total sample of NPY r,-

spendents . To facilitate the interpretatiaon of this table, the correct level

of each attribute •nd corresponding percentsage have been "-zed.

iiIn general. respondents Indicated a high le-vel of incorrt'.t P.erceptionst

with respect tn the Reserve Components. These misperceptions. moreorer,

are in a direction which suggests that product modification rather than just
A more effective communications will be required.

The following conclusions can he drawn from Table 3. I:
I. Overall. retirenent benefit. has the highest level of correct

perception, fellowt-d by tax on militarypjay and when _Ilit
meettnw _are held.

Z. Ed.c*ationaI as8istance benefit, has the lowest level of correct
Perception. Only one-in-nine respondents realised that the
Reserve Conponents do not offer any edocational assistance
at present. Sa mr and what is done at unit mneti"AL.
followed in terms of rank-ordered level of misperception.

3. For the most part, the level of misperception associated with
the IZ attributes is comaarable across positive and negative
propensity groups for both the National Guard and Reserves. 4
For this reason the perception data for these subgroups
are not summarised in a table in this report. These data are
presented, however, in the tabulations that accompany this
report. With respect to these data, some differences among the
prop'nsity group& do appear. The two National Guard propensity
grouaps differ on three attributes. The positive propensity group A

is less likely than the negative group to correctly perceive these
attributes: enlistment bonus, tax on M!y. and when unit meetings
are held. With respect to the two Reserve propensity a:oups. the
p3sitive propensity group in les likely than the negative gro,]p to
correctly perceive those four attrib|tte.: enlistment bonus, i
educational assistance. tax on pay. and hair reletions.

4. Relative to each other, the positive proptnsity groups for both
the National Guard and Reserves exhibit no differences with
respect to their perceptions of the R.serve Components.

9 5. The fact that the majority of respondents perceive each of these
attributes to he characterized by higher than actual levels suggeststhat the Reserve Components need to conceotrate their recruiting
strategy dev'lopn-ent efforts prinarily on product imtiprovement rather

than commuitlcations.

alli
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SrIA13.IE 3. I

P&RCEPTUIKI OF RMSERV E COMPONENTS

a - ON I'WZLVK ATTRIBUTES

Said This Attribute Level Best
V ID",. ribes Th Rese'rve C(ornponaent TOTAL

Retirement.

Retirement after 20 years ON service and
receive about S235Imouwth plus benefits
at ,ae 6o
Retire aJfter 30 years of service and receive

l' ;about $23%1mnonth plus benefits at age SO 33.0

Receive no retirement pay or benefits L. I
LI

Military may is tat free
Mlittary pay is not taK free

When unit meetin28 are held:

[§fessionlmn,"th tisking 2 days i
one weekend [4~
2 sessionp/month taking Z different
Saturdays 35.6
3 sessions/month taking I Saturday
and Z weekend evenings 16.1

Hair regulations:

No reoutations on hair lentth 17.0

[~e w ~ ok 4.Your hair must took short for meetings; __
Jshort ha ired w a- o. k. 0.3•_•-

Your hair must be short. No wigs permitted 4Z.7

lteed entries indicate ctarrent level of each attribute.

Data are shown for the total NMS sample only. since there are few statistically
sigKnificant diff.ren,.ceis ;•nmwri propensity proups for either the National Guard or

Reserves.

V'A -t
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TIL .1mstd

I4

- Sold 7"is Attri~ome Level best
Loe~cribesThr Reserve CetwnsTOTAL

$3. 0006.
St.0O. Z3. 0

-54 tears

Aveilabl* all the tiom fe set( ead family .
IAvailalle, wb.s on 1!!for self and ftmiql C32.23S
Available vda n u ty for solft esl 1.

Z0 9.3

boetql efthuies intdicate currvnt level of each attribiute.

I~I.SIF S.rt shuw(in for. theIttal P4P% sameple uinty ~ce there aire :-w statastardliff sauitfals
.bt .14ni1 *sIre".~.e. .4.w.Mq! Isr-0Wpe..u groups lor either tht. N.&tuofAi qetdnro4 or Reih4S1vCI.
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Said This Attribute Level DIrIl

Describes rho Re,,rve Compon..itu .OTA 1.

Annual training

Duritig vacation you go't military plu,
civilian pay ?9. 3
Not during vacatlow. you get military
plus civilian pay .7. 7
Not during vacation. Employer malke'
qp.. jýX_.differe ncf 16.l
N;I iittringj vacatioti. Yo& jamt only

S ititartin y Ii"yl

-$1,-.93 per year ($4. 24/hour) 26. 5

IAEj43_2!Lt a!2i3. 40!/jifqr)4.
-I 6 6?2 e pr yja r M LjZ q8ELJou 7.

$ 690 per year ($2. 21/hour) 7.7

What is done at unit meeti*jLLt

0%, military training; 10% comtknutity xervice. 44. I

.. _ .i•. ,,,•a..•r l. L2 %% Community sirtvic r-. _[ 7.
Ltic-ina As it i e It.'_

I O0i,% cov ra'k. of Odiw*tlotwl t tip
to $15000 p,,r year for 4 years 2,6

50$oeaei( ikc1lma ctiato tip lit.I $500 per year for 4 yoar# (16

lt*,x e•,,tle'h iledl Ath - vuirr,.uut l..vel of r'ach ltltrilhumte.

atthl l l 14'h1, f' l t1,' tolil N Nl I'INIA p ' 0111P, 0 1 r e I let- 4 4he' -01 11W 1tw ai los'ti ally "l
,Ali tfic'•,tl Ilifful'l •'ic•mc mitlmitll prope tioity grI'um1t' Ifor' ith, r the' Matioenal (mAcrtl or

-_WWI
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SECTION IV i

Trade-off Analysis of Reserve Compontnt Attributes

In this section a m~athematical - dI psychological model of Reste rve Components

accessions is discussed. This model is based on trade-off methodology which is

discussed in detail in Appendix IV of this report.

4. 1 Some iHacklkround Oa 'Trade,-off Analysis

By knowing the, importanct, (utility) respondents attach to each of the 12

attributes and their stated likelihood of joining the Reserve Components, it

is possible to estinmate the number of accessions that are likely to result from

modifying the Reserve Components in terms of the 12 characteristics.

This analysis is done on a person-by-person basis. Each individual's value

for each level of each attribute and his reported likelihood of joining the

Reserve Components (i. e., determined by his responses to a series of

hypothetical profiles) is refl cted in this analysis. The basic result

Ln this analysis is "number of estimated acceswionas." A

The wrovedutre for collecting trade-off data was as follows. Respondents

were preutzented with it series of pairwise co.nparisons of attributes. A

typicai p-irwis, question was presnted in a format like the following.

Which would you prefer

[ A 4 year c.nlistment term R A 6 year elistment term

And ,, $1, 00 oho,,s and a $3,0 bot,,nus

Bly observing preferenct-s for various combinations of attributes and attribute

levels iti thi x.t1n ne, r, we we, rt, able' to determine the degree of Importance

-edt'he Ie'bje)Ie eitt .ittchled to v',lc lelvtel of eacii at ribute.

l I.vi,'e Ihtlt ', elt.'re,' ii sit it tirihieiv' 1 ict''le'rt iov'e' s, ttlte'seurem oef repeerled

tilhe'ljleiih eel (1r..Jie.'9seity) tut t,,l i gtlcc• wert, 'I , 1leiltletd -is follows. The rt-Spoll.

dthc w.es sho,.l e i st-ict* I of hyl)othe'tical Irolilev, of ihi, Reiervye Compon-tn nt

and askcd how likel' he would he' to enlist if the Reserve Components were as
Ii.-
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,73,

s o a

described It t the profllevs, Copnfcnil tsly, the profiles described hypofhetical

nodificntions of the National Guard snd Reverfes in terms of the, 1 attributes.

For eight of the attributes cuirent levels wero shown. For the other four

attributes, variobs cnodniced Iz.€'.1 wed ras .nhowlin the esorie waComonef nttrisul.ea•

deshown atin tdi o actual levels of each ohotheI ahtru t ried ( eCrorse

the sample of respondents. T•his enabled u:' to present each reCSpVoVdentI

with profiles of the Reserve Components that vdried In their degree of

attrectiveness. Each respondent the, wa.b a.oked to rate hiA lrkllhtesd of joi,-

Ing the Reserve Componets under iveral isf these sets oa condithe"bas.

Trade-Off Analysis uses a series of computer simulationl. Eac'h

T simulation can be conceptualized as involving the Reserve Cofmponents

described in terl s of the actual levels of each of the IZ attributes ("iurrent

Product') or the Reserve Components described in terms of the actua-l "1'3
levels of somc. of the attributes and modified levels of other attributes i :"
("Modified Product"). The first simulation is referred to as the "base case",.

This simulation provides a baseline of the estimated number of accessions

-that ,arc likely to result fromt the "Correnl Product". This estimate is ba, ited ."

of each attribute and his stated likeliho-d of enlisting with that oi ill oether

respondents. A tiore detailed explanation of this procedure is offtered in

Appendix IV.

The succeeding sinulatluns take one product and modify I" in tecrecs of

one attribute, holding all others at their actual ievels. Theae simulations

derive the estimated number of accessions that are likely to result from

each attribute if it were modified to more attractive levels. Dividing the

number of estimated acessions resulting from the ''Modified Product" by

the nwrmher of ,atinmatt'd accession resulting from the "Current Product"

results In the peLcent change in estimated acceerlons. This pt' ntage Zan

be tuned to Indic•te the "power" of the attribute relative to other .ittribute".

The data from the base case have beeti calibrated co that the sccessloiis

showni are equal to total accessions during the sv'n niatih reriod from

December 1976 through June 1977.

3,
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, The number of estimated accaseions that Iii cerived from this Procediure"

should be interpretd only aj being in indicatidn of the number of accesa io "

that would be likely to occur in a corresponding perio$ if aul responjents ba-

bayed according to their stated likel~hood of enlisting. As such, the accoesion

numbets should not be interpreted an abisolute projections oý enL'ut-nents'

The model does provide, however, a sound indicatios of the .mlative Powe-

&, rac.ch attribute i,. tet'ms oý Its impact on accessions.

(C The actual level of estimated expected eccessions depends aImportantly

on the likelihoods that respondents give for joining the Reserve Componernts.

In the Introduction to this report we discussed the fact that no measure

of any kind -an be a completely accurate predictor of actual behavior.

Hence, we cannot be as certain about the absolute levels of accessions

-'as we are about relative levels. to

4.2 Sensitivity Analsis of Attributes 
t

With the above as background, the first step in Trad&-Off Amalyls ist

to determine the relative importance of each attribvte, This is acto mplis•v•4'

by determining the change in estimated numbet of accessicrn that results I

front modifying the actual ltevel of the attribute twA a more favorabla bevel,

hulding all other attributes constant.

Table 4. I shows results of a oensitivitV onalycis of the attributes.

The attributes are listed in descending order of their relative importance. ,

A Two attributes--when unit meeti!,&2&re held and remsnt- -are currently

at their most favorable levels. Hence, they offer no ret.ruiting strategy

opporttanittes and, therofore, are shown at the and of the ,tbie. The numbers I

"in the right-hand columns represent estimated number of seuen-mnnth access-

ions and :ercent changes iLn esttma•ed number of accessions from the bass

-- (current)case. Because these estimates are based on m6asures of stated

likelihood of enlisting and actual bsen-=ronth accessions data, theme numbers

- have been labeled as being indices of potes'iat fou, increase in

accessions. obtairable otiy it potential recrutts atted according to their

stated likelihood ot joining the Rsoerve Components.

4• rI,
- -'- " II II II
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The following conclusions can be drawn from 'Ttble 4. 1:

1. Large oconomic benefits apptr to offer the greatent
attraction for joining the Reserve Components. On an
indiv -dua I basic, edur.ationat assistance am.6unting to
1 00%coverage; $1, 000 for each of 4 years and a

L3 , .0.0 e n ii a mten n t b o n u s a r e li k c l y to h a t ,e t hi e la r g e n t

, 

.. ,; 'pact on accessions.

2 . S t .rt i n g py o f $ 4 . 2 4 p;rr h o u r ( a 5 0 % i n c r e a s e o v e r z h e
current level) is likely to ,ignific~ntly er.hance accessions.
Its pow er as an attribute, how evev', in considera tly less
thr~n cducational assistance,.

3. Other financial oir quasi-financial attributes are among
6te less powmrful or ir.,dportant attributes. PX/BXI
Cor•m isisary priv6 ages, m ilitar.y oay being tax free,
and 4.nnual training vacatinn #rra ngem-.ntm coti~d all
!afeet the real incom e of reservists, at tenet to com e

degree, but their iedpact on acceseions '.a retatively
- small.

4. Fact's related to the impact of Reserve Component membership
on lifesty;v (I. e. frequency of mr snev ngs. length ofm e e tin g s ie r m o n t.% h a ir r e g u ta tt o n s ) a ls o h a v e

relatively i6ttle impact on accessions.!I 

I

t

L 

-

L.
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TABLE 4,.1

SENSITIVITY ANALYSIS

Potential For
Increase in Accessions
7 - Month

Attribute Level Estimated f % Change
Actual levels of the

GCrreut P'roduct 11 attributts 07, 000 -
----------- --------------- ----------------

I. Educational 100% coverage:
b Ae.,s!st nce $1. fl0 for each of 4 years 48.000 +78

* - 100% coverage;
$S00 for each of 4 years 41. 000 +52

50% coverage;
$500 for each of 4 year. 36o000 +33

A. Enlistmtaut Bonus $3,000 43,000 +%9
"$1.000 37,000 +37
$300 31, 000 +15

3. Starting Pay $4. Z4 per hour 41,000 +SZ
$3. 40 per hour 34. 000 +26
$2. 38 per hour* 23. 000 -15

4. Initial Term of Service 4 years 35. 000 +30
8 years* 0-0,000 -z6

5. Federal Incomne Tax Military pay is tax
Deduction free 35 000 +30

6. Antual Training Summer camp taken during
vacation. Receive military
"and civilian pay 33.000 +22

S,,mmer camp taken not
during vacation. Receive
military and civilian pay 31,000 +15

Summer camp taken not
dturing vacation. Receive
only civilian pay 38,000 + 4

"" Lower than current level

Li ------
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TABLE 4.1 (conted)

Potential For
Increase in Accessions 4

7-Month

Attribute Level Estimated f S Chanae

7. PX/BX Commissary Available aU.lf the time
Privileges for entire family 32.000 +18

a. What is Done at Unit 50% military training/ 50%
Meetings community service 31. 000 +15

7S% military training/ ZS%
community service 30,000 411

9. Hair Regulations None 29.000 + 7
Must be short 2 24.000 -U _

p.-

10. Hours of Meetings

Each Month 12 hours 28.000 +4

11. When Unit 2 sessions/ monath taking
Meetings are held 2 different Saturdays * 26.000 - 4

3 sessions/ month taking
1 Saturday and 2 weekday
evsnings* 2S.000 - .8

12. Retirem'nt Retire after 30 years of -In
service and receive about
$235/ month plus benefits
at age 50 ze6,OOu -4

Receive ,,o retirement
pay or b*nefits * 18,000 -33 ;

----------------------------------

* Lower than current level

-

'I



As shown it. Table 4. 1. four attributes- -educat;onal assistance, enlisJ

ment bonus, starting pay. and initial term of service- -appear to have the

largest impact on accessions. Modifying one or more of these faur at¶tributes

is likely to be the most effective course of action. Hence, the remainder of

this section focuses on these four attributs,.

Table 4. Z shows the estimated impact of these attributes on accessions

of certain key demographic groups.

The following conclusions car. be drawn:

I. Within each demographic group, the relative impact on
accessions of each level of each attribute tends to parallel r

the corresponding impact on the total NPS sample.

Z. Within each attribute, there appears to be little discrimination j
anmong demographic groups in terms of absolute impact on
accessions. There are two exceptions. Enlistment bonuses
of $1, 000 and $3, 000 appear to have an appreciably larger
impact on the accessions of individuals whose highest edu-
cation is high school.

S~Ii

; ' I
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TABLE 4. 2

POTENTIAL FOR INCREASE IN ACCESSIONS&
S• - SELECTED ATTRIBUTES J

BY KEY DEMOGRAPHIC GROUPS

Educational A0s0itance E0)llstn0 nt Bonus StArting flay Teri.
Current* 100% 100% 50% $4.--41 $3.40/

TOTAL O3I
SAMPLE L7.00 +78% +5L% +3J_ + + .i• ± _ ti.- *4 _ *05i

Race
White 19.060 +81% +56% +35% 461% +37% +15% +53% +16% +34%
N :- NqO-wIt U. +7 +7 +S4% +36% +65% +45% +31% +54% +27% +427%

>1 - H~umXe

Beyond High
School 17.000 +81% +5716 +36% +0% +37% +15% +54% +26% +3Z%

High School
Grad. 4, 000 +41% +57% +37%•% +24% +56% +z8% +31. !

High School
Dropout 6.000 +74% +.LZ% +33% *59*#g +37% +185% +S0% 4Z4% +333%

White Collar 4. 000 +80% 454% k13% +6t% +37% +15% +53% +25% +30%Blue CoUl r 11,000 +71% +56% +35% +64% +385% +16% +55% +27% +34%

Non-Working 3, 000 +83% +57% 6 38% +62% +40% +17% +53% +26% +31%
5U - 3yrnt 9.000 +T9% +5S% +-is% w% +.411% +19% 0296 +ZSS +31% .

- Large Urban 16,000 78% 5!% 34% .68% 3&% .6% 50o% A4% 31% -

Small Urb , 00 ooo S 37%_ 0% 44% 19% 585 29% 331t

* Data ar eshown as percent inc .-eses in accession& over current (bai) product.
** Data are *hewn as estimated accessionts.

Boxed entries indicate percent increases in accessions that 2re I0 or more percentage
-. ints highe.- than other perceit increiaes showwt for the particiaar ilev-l of the attribute.

S. . . . . . . .. . . . .. .E • ' " I II I I I I I
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4.3 Itoeultant ,ME-ct of Combialza Atrtribtes
13 % to an fte to ficroe*e accessions. it is possible that the Reserve

uComponments sUl unedify wore tha one attribute. When mere than
w &Mee ribue to modIed the resulting estimate of accessions is not J

- the arithrnetk sum of the individual attributes. Trade-Off Analysis

bk%& " Us tkoctvran- te Ph. upu&t a( eny combf'uation of aft.-Lbutes

4 "" oa accessionts.

""The sensitivity analysis evggeated that some attribute combination

of eduicatimnal assistance, enlistnt bonus, starting pay, and initial

term of service will have the largest impact on accessions. There are

wmay combination@ of t•heo four attributes that could be created. For

psaroses of ti report, however, we have created 12 hypoeotcal pro-

ducts. The 12 hypothetical products were created using the foUowing

framework:

What is the fewest number and perhaps the least pefts-
tially expensive combination of attributes that will
achieae approximately IkC sama resulte as the single
meot rower'.l benmfit (educational ansistan•e anmowat-
US to 100% coverage; $l.000 for each of four year...,
+ * ?07%icresa. in accessions)

Bight of tIe kypothetical products represent nauw-fiaetons of two

attribates. The other four hy~ntahetical prodtcts are breed on modifyiNg

three of the four attributes in question. For the most part, these coaft-

"gurations of joU characteristics, benefits. and incentives represent com-

binatious of attributes at levels lower than their most favorahis. r

The Department of Defeneo has beeo provided with tapes of the data

that will enable them tW simnlate any additional combination of attributes,

uasbr any otheP rationale tbau the one used here.

Table 4. 3 lists the 12 hypothetical products and shows their

estimated impact oz accessions of key demographic groups.

tI

, t
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The follownga coeclusioan can be drawn from Table 4. 3.

I. Of the 12 hypethetical products. Product I - -
Asthe Comba•to" of ocWM assistance ammemt-
if& to 5%co over"s*; $500 for each of 4 years plus
ota~ttsyo f.1 40 wbee m(a O% increase
over tkoý corrteS lovqpl) plus en sjfM ent term of
4 yer - - and Product -- oducaliskal assistanme

!!!!t~ftto 1,101 Cover!SO; $900 for each of 4 years
plus a 00, 000 onlist bome - - are likely to have
the largest Iqmpact as acceetmoe is "eal as welt so
for aChk dMfotraphc 8roM.

2. Results congarable to Product f I I are likely to
be achieved by either Product 0P or Produ4t 4.
Product 06 offeras the sawe oducaloanl oessi-
some Prout 9 11. but als.• rs Bay
--' 24 per bo ua I& . aicrease evr t current

level) a k nd trmn M atO cur.re 6-
XIr Itel Product 04 dabns Shat ce abrle
results • det be acheved by eachameg oedat&m~al
asoieftwe€ oe &dVo lee M *- ,. IV!] -Cftme;

emltemaot term el Ietr , vr e holding pay a
its current level.

3. Should the keoerve Cempemeete decide to oft offer
- euctieoma asesitance. Pre o 9of - - s. a
of &S.24 pwr bowr pk!!2 an calietoeat term of four
yar.s -- it lIkely to be tho ame miet iiactiwe pro-
duet La term. of oehacciqn acceselese.

4. All five product (01. 94. 06. 06. & 11) are libely to pro-
duce results greater tkea any single aftrlbbe sued-
Menction.

S. Highest educatles. attained apear to be the ems
denmographic variable for which theee product*
discrimnbate the most. Products 05. 97. 1" aud

12Z appear to be meat attractive to thee sibee
hitbest level of education is high school.

Once again, these estimated accession* should be interpreted as

only bhein as indication of the number of accessions that are libely to

occur. in a comparable seven moi period. if all respoedents belhaved

according to their stated likelihoceis of enlisting.

L I -II l 4•



TADtE 4.3

Puom"lA 505 DicAMi D Acmmmaw
AS A EEULT 06 COMMUMM SMCTZD ATTUMITES

law (3) (4) AS

Poyt**e *0$3"1.- AIh -. SL No 4-- .

TOTAL SAIPLE __IC . 1 11~1

White 400% +71% 463% 7% .4

NmwIleb 46% +71% +73S Alm% 406

- ose Cked +61101% 466 4"% Gim 4"

Sa lba" Drepewt 463% 447% +79% "1 47% 43

- Wbm Mela con" #M9 44% 70% 48S%
awe. Cellar On% 7 4m% 44s% 00% 464%

me93aif *72% 4"S emt +74%6 467%
+71is% +70% 473% .73% 4W.075

-~q Uarban~he 4*9% 469% +77% 43% 40
SImaM urbal 43% +74% +64% A" 49

*Datlua are Whowa as pereent knrr*mes to acc~ewsle evr current (Amo.) pauduact.

Semi- etvIse indicate percnts incerases in aeeeae06eu a1t Are 18 or mere percentage
-points hihlwr than elher perefh increases aeke.. See the particutar level of tbe attrkbute.
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TADLE 4.3 eetm'd)

Modified Product*r.(..,)- ,8) 419) 00:'~) (11) (1"2i)
3&m~cetwo. - ---- %($500 50%($SD0 0l O%($50q

-- 00 --- $300 $300 -o- $300
Pay: - $4. 41hr $A. 40/hr --- $3.40/hr $3.40/hr.

- Term: [Iw 4 esr.s .-- 4 yeatrs 4 years 4 years

TOTAL SAMPLE +71% 444S +76_% _1% 489% +74%

r+71% 4!3% +75% .83% +91% +76%
-49% +71% 07.11% 77% +83% +72%

nq•w H• Sebo,,0 +31 +8[• ] +91% +89%5 473
MHi Seheel Grad +$SciI 4% +*M.8 3% 1 9% + 73%

Rio~ Stbasi Drepost 46 7% +71% +74% +84% +72% J

VON CAM 44 43% +75% +719% +90% +73%
Sbas Gedar O7ft 4 +75% 481% +49% +74%
mem-waIod" +70% +"S 09% 744% +9z% +74%
Stelems +73% 411% +77% +22S +87% +75%

"Large Urbam +7% +79 +7% +79% +86% +7156
Smal Urboa +75% +14% +s5% +93% +79%

0 Data are shown as percent Increases in accesslons over current (base) product.

Damed entries saikate percent Increases -e%@*oa that are 10 or nore percentage
polnts higher than other percent InCrease, en for the particular level of the attribute.

I
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SECTION V

Characteristics of Reserve Component Service

This section serves as an introduction to the study of the re-enlistment intentions

of current guardsmen and reservists.

The Department of Defense in conjunction with the individual services provided

the names of over 1,000 guardsmen and reservists living in the nine markets In

which this study was conducted. These names were randomly selected and represented

men in grades E-4 to E-7 who were in their initial six-year commitment. From

- this list of nar so. 217 interviews were completed.

Key characteristics of the sample are presented in the following pages. Table

5. 1 showis the proportion of men in each of the six components. Table S. 2 shows the

proportion of men in each grade level. Table 5. 3 summarises the jobs performed

"I In the Reserve Components by these men. Each respondent was asked what he did

in the Reserve Components. This information then was grouped into five classificationst

administrator, electronics, mechanics, general combat and general non-combat

(I. e. , everything in addition to the above four groups).

.4 I

,¥I

A.!



64

TABLE 5. 1

RESERVE COMPO14ENTN TN WHICH4 S~RVij4G

- •TOTAL

Army Reserve 45.6

Army National Guard 34. 6

Air National Guard 7. 8

Marine Corps Reserve 5. 5

Naval R-eserve 4.2

Air Force Reserve 2.3

BASE (217) j



TABLE 5, 2

GRADX IN RESERVE COMPONENTS

'4 - TOTAL

E-4 45. 1
i • r..S40. 9

Z-6 13.S

9-7 .s

BASE (217)

Ii

_'• e
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TABLE 5. 3

S661

JOD IN RESERVE COPONIWNTS

TOTAL

General non-combat 36.8

Administrator 21. 7

General combat 18.0

{' -El~ectronics 9. 7

Mechanic 7. 8

Did not provide information 6. 0 i "1

BASE (21?)

- -4

.1
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SECTION VI

Analysis of Demand on Time:
Employment and Educational Involvement

In deciding whether or not to re-enlist in the Reserve Components an individuel
presunw~bly considers & number of factors. one of these factors is the extent of timne

he has available to patrticipate in the Natiatal Guard or Reserves. As he nears the 1
end of hit initial six-,year commidtmnt.n: the guardsman' or reservist may no t|osger

have as much fro* time as he did when h.e first entered the set*.•e As he gets

older. his vacation and his family may demanC more oS his timeo Hence, an

analysis of the major activities (i.e.. emoIloyment and educational involvemett)

"thst place demands on the guardsman's ov rcservist's time is necessary to under-

standing his re-entiotment intentions.

6. 1 Level of Employment

Table 6. 1 summarises the level of employmrint of the 21 i guardsmen

.nd reservists who participated in this sthdy. Aa the table shows. virtually

all of thew reported being employed in fuill time occupations. For one-in-

ten men. their service in the Reserve Compunents was their only employment.

Table 6. Z show. that over one-half of guardsmen and reservists who

reported being employed hold white collar positions, especially professional

ot, technical jobs. Enlistment inteAtions of NPS civilians suggest that the

propartiou of white collar and blue collar Persc.'nel may be expected to re-

verse, In the near future, inthedirection of more blue collar individuals.

The extent to which white collar/blue collLr occupation is a discriminating

factor with respect to re-enlistment intentions is addressed in Section VII.
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TABLE 6.1

REPORTED LEVEL OF EMPLOYMENT

tji .1

Employed 69.4

Full-time 7S. 1

"Part-time 3.2

Both futi-time
aad part-time 11.1

- Not employed 10..6

,t-I
i. BASF• (Z3!71

iI
V pt

t~j
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TABLE 6. z

OCCUPATION

TOTAL

White Collar 57.2
Professional/te=knic&t 30. 9

Manage r/proprietor I 2. 4
S&ie8 6. ?
Clericat 7. z

also Collar 42.8

Craftsman/skilled labor 14. 4
Machinery operator 5. z
Service worker 11.3 $
Geweral Laborer 11.9

BASE (194)

mt

I
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. dZ m .NIft sod ftwctional I..oliement

Table 6. 3 suMMiarises the degree to which guardsmean ad -eservist&

are both employed and going to school. As the table shows. 28. 2% of these

mern reported that they are both working and attending school. Only 4. Z%

said that they were neither employed nor going to school.

I

I !

Ii e l



TABLE 4.3

- LEAVEL Of EMPLOYbMET COUMBIED
-~r WITH DVCATIWNAL tNVOLVECMENTI

Employe anid attesi ecasIo M0 Z

- Net *NMpOyed and attend oceael 4. S

Not emqptoyd &ad do met

aetbad egbool 4.1

- BASE (21?7)1
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-. 1 Derived eess nmd Timie

AS W&O do" for the sample of NPS civilian makel. an indm of demand

on time was created by asking each respondent a series of employvment and

eduecatie qVeetiono. The derivation of the demand on time index was ea-

plainad in Section t. 't Able 1.4

"Table 6. 4 @hows that 70. 5% of the respondents indicated that they have a

relatively high demand placed on their tVme during an average week. This

compares to a figure of IS. IS for the NPS civfian sample. The dlfference Is

emlpainmd by the fact that all military respondents , unlike NIPS civilians.

have at teast one job -- the National GuOardileserves. Like their NPS civ-

i- t1na cotauterparts. individuals with a high demand on their time are typically

people who hold more thne one non-military job or are working full time p4l%,

8ola te "beeo As reuch they are woikilg and pertaps going to school more 4
tno:

ti

S.. .. . .. .
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6. 4 ChaugMerisils of

-Tabe 6. 5 pretilee several bay eumployment characteristicst aunuber of
jube bold. hearse wowbad in an average week and average weekly compen-

saIls. f ter Oki Jo"9.

As thbe table u&, bbS. IL IS o the guardsenw and reservists iterviewed

It ups -A is who reporetd having aleast one job in additieto tei

- oidlary dfty were &asbed why they work at meore than one job. Since 65%

ad the owuyiu are rna who bold one job piop their snii~tary duty. the

answrer givoesto this question can be interred as beieg addressed to theirHw pauticlptsm in the Reserve Compeosions. Asa en he b informration S4 won

bore provides asno insighut into owitios~ms for bielogiu4 to the NationalK Gunard and Reserves.
-As obhain in Table & 6 the majer roaosen given were etcoemnic.

Vow as awa as 28. 2% of the respsmdisst. uzzsfte euq~oleyMe provides

- supergusmmal incessoft wth ik to amet regular household onpeanes. Others

will ase the income at memo ftutre bPe in to iawe. LAike their NPS rivilan

- counerparts. tow guawdsune. and reservists cite social (e. g..* association,

with ethers) or psychological it.g. . beer~asy) motiva~tion.
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- TABLE 6. 5

SKEY CHARACTCRtSTICS OF EMPLOYMENT

I

S~TOTAL,

Average number of hours worked
1]'Iqper wveek on all jobs 45. 7 hours

Percent who work more than 50

hours per week 30.4%

Averge income per week from
!.all jobs $256.00O

Percent who earn $300 or
more per week 33.%5%

percent holding more thin one
"non-nmiltary job 10.1

-- 1ASE (217)

-An

S.

Ib"

Ft

~ _______________________________________________________________________
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TADsA 6 6

dMAJOR RZASOMS FOR HOLDINcG
MORS THAN Q143 JOB**

TOTAL ;

Meet regular uInaehotd
expenlS 28. Z
Save for the future 27.6

Etar ottre stoeey to buy
sometbhn special z3. 3

Pay off debt. 16. 0 1

Earn tuition for school 8. 0

Keep besy 8.0

9e with other people 6. i1I

BASE (163) t

1 4

i * Ibdultittp mentiont8

:-- 7:.led ifdiviuats who h old one or more jobs
in addittio to their military duty

I
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Like their NPS civilian counterparts, the majority of military respon-

dents are nefther working excessively long hours nor are they affluent.

Accordingly, there appears to be considerable correspondence between the

employment characteristlcs of these guardsmen and reservists and the

time demand and beneiits associated with participation In the Reserve

Components.

...

, , ,!

• ,,I

iI
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6. S Ernployment and Annual Training

As a part of his rgutar d'y, a guardsman or reservist must serve

-n active duty for approximately two'weeks each year. This time is

usually spent on mriitary training and is normally taken diiring 1he summer

months. This two-week period of annual training can be a source of

employment-related problems as well as personal frustration, should the

timing interfere with job and personal commitments. As such, it could

be a major barrier to re-enlistment. Of particular concern is whether

guardsmen and reservists must take this time away from work as vacation

and the compensation they receive during this period away from work.

The correct procedure is that annual training is not to be counted as vacation
time and the individual is to receive only his military pay.

As Table 6. 7 shows, this was the situation for 40. 1% of the meiA

-- interviewed. Whether the indivinual receives both military and civilian

pay or his employer makes up the difference between the two sulariex, is

up to employers. For one-in-ten guardsmen and reservists interviewed,

annual training was taken during vacation time.

It
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TABLE 6.7

HOW EMPLOYER HANDLES
ANNUAl, TRAINING

TOTA L"

Annual training is taken
not during vacation; receive
only military pay 40. 1

Annual training is takenr

not during vacation;
employer pays difference
between civilian and
military pay Z,. 3

Annual training is taken I
not during vacation; receive
both civilian and military
pay 18.0

.Annual training to taken
during vacation; receive
both civilian and military

Pay 10.1L pay IO

S, NtNt employed 6. 5

BASE (ZM7)

Ii
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,",K SECTION VII "

]rroensity to Re-Enlist in the Reserve Components

A critical measure in this study is the respondent's expressed intention of re-

- enlisting. A scale similar to that used to measure enlistment Intentions of NPS

civilians was used to determine relative iiketihoodof re-.enlistLng. Respondents were asked

- to indicate how likely it was that they would re-enlist. The following scale was used;

!' ': ~ ~Definite l•_..
efney•Positive Propensity Group

ProbablyJ

Probably not • NegatiVe Propensity Group
Definitely not]

I Don't kno Undecided Group

Those who answered "definitely" or "probably" to the question have been classified

as positive propensity. Respondents who answered "probably not" or "definitely not"

have been classified as negative propensity. A third group consists of those men who

said that they did not know whether they would re-enlist.

This measure of propensity to re-enlist is used in a manner similar to the way the

propensity to enlist measure obtained from NPS civilians is used. By knowing each

respondent's propensity to re-enlist in the Reserve Components and his value for

various Reserve Component characteri•tics, the impact of different configurations of

job characteristics and benefit packsges on re-tnlistment Intentions can be estimated.

This section presents an an'.;yiis of propensity. Both the measure itself and ;

thost, factors that may discriminate among the three propensity groups are examined.

- 7. 1 Probability of Re-enlisting in the Reserve Components

$ 'As Table 7. 1 shows, 35. 1% of the men inttrviewed expected to re-

-r enlist. Another 15. 2% were undecided. The N~ational Ctiardl land Relterves

do not diffor with respect to re-enlistment intentions.

! -- " i i| ilol , , II II L i
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"i-- 7. 2 Anticipated Length of Re-enlistment

+ Respondents who indicated they definitely or probably would re-

enlist (i.e..* positive propensity) were asked for how many years they

expected to re,-entitst. Table 7. Z shows that half of these men expected to

re-enlist for only o0111 year. The average was just over two years.

Guardsmen and reservists did not differ with respect to length of expected

--e- enlistmett.

•'p

- H-

. !1
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I

T" F 7Z.2

EXPECTED TrURM OF RX-ENL1STMENT

TOTAL

One year 50. 0

,." two years z.. 6

St ~Three years 10. 5 [

-our or more years 11.9

Don't know 25. 0

IAverage Z,.3

BASE (76) I

Data are shown for the total military sample only, since there are no statistically
significant differences between guardsmen and reservists.

*"
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7. 3 D[mOraphic Profiles

- Table 7. 3 profiles the key characteristice of each of the three re-

enlistment propensity groups. Dividing the sample of Z17 respondents in-

to three groups based on their expressed likelihood of re-enlisting results

in relatively small sample size@ for each of the three groups. Hence, it is

difficult to detect statistically significant differences among the groups.

Some significant differences do appear. Some differences, while not statis-

tically significant, should be noted also because the pattern of the data suggests

that a particular demographic variable may have discriminated among

propensity groups had the sample been larger. With this in mind, the

following conclusions can be drawn from Table 7. 3.

1. The proportion of Blacks in both the positive pro-
penalty group and undecided group is twice as great
as it is for the negative propensity group.

Z. Relative to the negative propensity group, both the
positive propensity group and undecided group
tend to be less educated.

3. Guardsmen aiid reservists in white collar occupations
appear to be less likely than men in blue collar
occupations to re-enlist.

It should be noted that these are differences also
reliably found between NPS men in terms of
propensity of initial enlistment.

One additional conclusion can be drawn from
Table 7. 3.

4. While not statistically significant, the proportion of
guardsmen and reservists in higher grades (E-6 and
E-7) tends to be higher among the group intending
to re-enlist. Success in the Reserve Components,
as measured by grade achieved, thus may be an
important factor related to.. re-enlistm.tt'inteintintonse,

• .'1
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I TA IH L 7. 3

ANAL YSIS OF P3ROPENSITY TO RE-F.NLZST
IN THE RESERVE COMPONENTS

GROUP PROFILLS ON1 DEMOGRAPHIC. VARIABLES

Positive Negative

LPr9Zenaity Pro2!nsity Undecided i
- Average age 24. 3 years 24.6a years 23.68 years

Blacks 25S.0.% a 12.0s Z, '7.3
- Other non-White 9.2Z% 8.4% 6.0%

LC

rlWhite collar 47.4`4 sq. Z% c 33.3%
Blue collar 44. 7% 30. 6% 46. 5%
Not working 7.9% 10.2% 18.2%
Average earnings $249 $267 $181

- High demand on time 73.7% 71.3% 60.6%

I. .

Highest eduacation% High school graduate 22.4% 13.9% 4; 33. 3%
- Highest eduacation- College graduate 15 %a 3.2 5

Married 51.3% S6.5% 60.6%

Resident of large urban area 77.6% 75.9% 72.7% P
Average number of years served

in A er*eve Components 4.3 4.6 3.6

E-4 39.5% 47.7% 50.0%
E- 40.8% 41.1% 40.6%

iE-6 18.4% 11.2% 9.4%
E-7 1.3% $

HiGeneral non-combat job 38.2% 36. 1% 36.4%
Administrator job 2 2. 4f, 23.1% 15.2%
General combat job 17.1% 16.741€ 24.2%
Electronics job 9.3% 6. 1%
Mechanic job 5. 3% S. 3I 152.1%

~asae (76) (108) (31)

Sl'o:;it iv' ,stid s.tgati v. popel..itsily gtr•Upmi diffe.r fnigsifi•,•lltly

Nowiativ" aind dt'iaiidc'hd propensity group)s i ffr uigiticaitly

j
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7.4 AchievlbiUity of Life Goals and General Satisfaction With the Reserve
- Compaonent s

As one means of developing an understanding of the nmotivations under- i

lying re-enlistment intentions, respondents were asked a series of questions

with respect to the achievement of life goals as well *a a question about
their level of satisfaction with the. National Guard and Reserve-.

The decision wheth..r to re-etnlist may be its complex as the decision

to enlist. Presumably the individual considers many factor5 with respect

to both types of decisions. Among other things, he may consider the degree
, . ~ to W•tch certain life goals can be achieved in military service vrseus some

non-military activity.

Respondents were shown I I life goals, one at a time, and asked to rate

whether each was more likely to be achieved in the military or in some non-

military activity. Ratings were made on the following S-point scale:

Scale Value,

+1 = Much more likely in Na°ional Guard/Reserves
*2 = Somewhat more likely in National Guard/Reserves

+3 = Either National Guard/Reserves or some other
non-military activity .1

4 -= Somewhat more likely in some other non-military
activity

15 -- Much more likely in acme other non-military activity

Table 7. 4 presents the average ratings for the poef•tive, negative andI

undecided propensity grotps. The data can be stummarized as follows: '

I. AboResertiv the popropensity men saw
Reserve Component service as enabling:

-Serving your country

but a non-military ativity slightly better allows

a person to achieve:
S-Using hobbies and Interests

2. As might be expected, the positive prop,•nsity men gave the

I- •Reserve Components better marks on all 11 life goals than
the negative propensity group. Negative propensity men did

vint feel that any of the life goI|s w•re -rwre achievable in
the Reserve Components than in some no-i-n-mlitary activity.
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3. The greatest difference betwen the positive At%id t,-ative

propensity groups appcais on "Larning ei@ira '•-ciomr"
where the positive group saw this goal as much mote
achievable in the National (Cuard/Reserves then did the

negative group. This to an im~portant findsnt tit view ot the
lazt that econonucs apoear to be a major motivati•4n tor
belonging to the Reserve Conmponents as well as the- fact

that ecounuma.. ,anelis and incentives may hk ,m.eod t.. enhanl r

both accesstons and retention.

4. Tk-e sm*allestdiiferenceshetween the positive and irglativr

propenuity groups are on "Obtaining good"b he-ctits"' And

"RecogrItion and Status'.

5. The life g.sal ratifts of undecided men were similar to

L those of th poesiive ptpeistity group. The two groups

diffr wie veepect to ouly one life goal -- "Serving
your community." Undecided respoedeets were mere

" -likely to feel that this life goal was mire achievable in
a non-military activity. At the same time. the

undecided group differs with the negative propensityIgroup on all but two life goals -- 'Serving your

community" and 'O)btaining good benefits". Both

groups perceived these two life goals to he thore achieve-

able in a non-military activity.

With respect to their overall satisfaction with the Reserve Components,

the three propensity groups clearly differ from one another. As Table 7. S

shows, on the average.--;vsitive propensity guardsmen and reservists were

the most satisfied. negative propensity men were the leant satisfied and '1
the undecided were most neutral as a group.

I I I IIII
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TABLE 7. 4

ANALYSI OF PROPENSITY TO RE-ENLIST
IN TINt RESERVE COMPONENTS

ACHIEVABILITY OF LIFE GOALS
AVERAGE RATINGS

Positive Negative

Life Goal TOTAL Promnsity Propensity undecided

Serving your country Z. I .$ a 3.0 c2.3a €1
Being a member of a team 3.0 2.3 35 C. 7

Partcipate in exciting/ 3c
adveaturous activities 3.) a. 6 3.9 3.

Earning extra income 3.5 2. ? 4.2 c 3.Z
a c

Making Sood friends 3.3 2.7 3.8 L,

Serving your community 3.4 Z.8 a3.9 3.
a

Obtaining good benefits 3. 3 a. . a,$ 3. 3

Doin: challenging work 3.6 .3.0 4. Z 3.6
a c

Recognition and status 3. S 3.0 4. 0 3.1
a c

Developing your potential 3.8 3.1 4.4 3.5
a cUsting hobbies and interests 4,.0 3,.3 4,.S 3.,

*The scale used was:

I u Much more likely in National Guard/Reserves
2 a Somewhat more likely In National Guard/Reserves
3 = Either National Guard/Reserves or some other

non-military activity
4 = Somewhat more likely in some other non..military activity
5 = Much more likely in some other non-military activity

Therefore a smaller value indicates relatively greater Reserve Component likeli.hood

aPositive and negative propensity gtbups differ significantly

b..IbPosNtive and undecided propensity groups differ significantly
oNeative and undecided propensity groups differ significantly



TABLE 1.

ANALYSIS OF PkOPXMITY TO RE-RNLDT
IN THE RESERVE COMPONENTS

IEVEL OF SATISFACTION I
Wi'lt RESEItY• COMPONEN IS

PLsitive Negative

TOTAL Proveetoty Provensitz Undecided

_Very satisfied i 9. ? 19.7 T -8 9.1

(2s4wbt oatiened Iz) 59.S S5.3 9.3 36.4
i"" N"either satisfied nor ,

dissatisfied 33) 13.4 9.2 1 3.0 Z4. 2

Somewhat dissatisfied (4) 21.7 11.9 28.7 21.2

Very dissatisfied (5) 25. 7 3.9 46.3 q. I

" Average 3.2 2.3 ab 4.1 c Z. 9

- I '

Positive and negative propensity groups differ signi2icantly "

b Positive and undecided propensity gruups differ significantly

CCNegative and undecided propensity groups differ significantly

t i4
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- he�': Ieu m disawee t6e Laet th" 66 mmq m vs"ecoeas of si e aimed at ifeI; er•e abccesebse is ceahgew, i pawt. em the itepon ets iwmll a~ad e uh
awrh" chas-triess otf eserve COMIOSOs service s wei as w&b' OeY pew-
eive to be tie eerreat or ac levels o these ebhractertsacs. TU damse Ioic

app-es to tie Us of pereetsal retesdwk if "a seteis peresepieo a" diecussed. I
Sectf. = dbscuses the relative i.mpormice of afirihsns.

hii: [•S.L I Current PercecUons of the Reserve C2MIM0t1

Prior to the trade-off portion of the iarvfetr where respoadents indi-
cated their preferences for varying c•mbinations as attributes, reservists

and guwrdsmen were asked to indicate what they believed to be the current
level for each of 1 attributes In the study. The lath attribute, annual

training, was addressed in another question in which the respondent was

asked to describe his own tituation with respect to the timing and compen-

sation for summer~camp. This issue was discussed in Section VIL
In general. guardsmen and reservists have a much higher level of

correct perception wlt', respect to the Reserve Components than the

NPS respondents "A'his is not surprising in view of the much greater

experience these me.- have had wi.th the actual sonditions.

Table S. I summarises the level of correct and incorrect perceptions

for each of the attributes. The following conclusions can be drawn from

this table.

*1

I
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h Overall. when unit meetinds are held. hair reaulations
and re-enlistment bonus have the highest levels of correct
perception.

Z. Pay for arades E-4 and E-5 (asked only of those in these
grades) and PX/BX/Commissary have the lowest levels
of correct perception. The relatively high level of
misperception related to pay may be a result of having used
approximations to actual levels, or may be due to differences
caused by year in grade.

3. A relatively high proportion of men consider three attribuites
to be at levels considerably more favorable than what is
actually now offeredt taz on Lb&y, PXlBI/gnummiseary jp&vlAoes

and educatioeal assistance.

4. Theae data suggest that most guardsmen and reservists
are quite well informed abosut what the Reserve Components
presently'offer. Efforts aimed at increasing retention
should be concentrated, therefore, on first providing an
enhanced product, rather than on product communication.

.A#4



TABLE b. I

PFRCEPTIONS OF RES;RVE COMPONENTS
ON ELEVEN ATTRIBUTES

Said This Attribute Level Beat
Describes the Reserve Components TOTAL

When unit meetings are held:
1 session/month taking 2d

__"__one WO. _. ___ _ 90. 3
- • •2 sesmiona/month takinZ Z different

Saturdays I.8
3 sessionsh/nonth taking I Saturday

- and 2 weekend evenings 7.9

P air regulations.-

No regulations on hair• length 1.8
Your hair must 1ook short for seetinhs:--
short harirde ,s o.k. E'_ 89-.4-"

our air at be short. No vigs permitted 6. 8

Re- enlistment bonus:

$3,000 3.2
$1,000 3.7

300 6.0
Non 87_.1__

Retirement:

R•etirement after 20 years ou service and
- .. receive about ?$235/month plus benefits1

at age 60 83.3
i Retire after 30 years of service and rcce ve

- about $235/month plus benefits at agn 50 14. 8
Receive no retirement pay or benefits 1. 9

Bozcd outr1ea In6icat6 cul rrt l'l of such attribute.

Data are shown for the total sample nnly, since there are few statisetcalAy
cignificant differences among propensity groups as would be expected.
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TABLE 8. 1 (copt'%)

"Said This Attribute Level Best
Dcacri•tb ' The Rovervt C o~gn4nnt s TOTAL

Ao.,ls0 mwnpeach morth:
ri 5. 5

:. "9

C ye~rr7
- Ii ears 10. 1

6 years 1L8

Mductak is tax frote

Educationak AA sistance:

100% coverage of educationai costs up to
$1,000 per year for 4 years 18.4

100% coveraRe bf educational costs up to
$500 p.-- yea- for 4 years 6.0

- 50% coverag, of educational costs up tV

No year for 4 years 6.0

-. What is done at unit mutinzln:

"05 military training; 509 c ••rrmmuit service 11.S
-75 militarz treinin 5% comtimity cervice 20. 3• • j ~~~100% militar r~irr~.

'taxed entrie a indicate current level of each attribute

Date are abown for the total sample only, since thera are L'w statistically

-- significant d~fferencea amoLg propensity grou•.s as would be expected.

.................- ~ ~ °
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rAI•LE 4.1 (conttd)

Said Thia Attribute Level Best
Describes The Reserve Components TOTAL

E-4 Pay; 4-6 years service: *

$1.749 per year 17. S
$ per year 18.6
$11 per year __

"$ 933 per year 24.7

E-5 Pay; 4-6 years service:

$1.344 per year 6.9
$ per year :6. 1
- . per year L J
$ 983 per year 20.7

S E-6 Pay; 4-6 years service:

$2,032 per year
$ 626 per year 17 2
1$,5per year 6.0 9
$1,084 per year 13.8

PX/BX/Conimmssary privileges:

Available all the time for self and family 25. 3
•vailable when on duty for self and family L44. 7 J
Available wheni on duty for self only 30. 0 "-

r flaxed entries indicatte current level of each attribute.

- *Data Ore' shown for the totnI samiplh only. sinice there are few slati~tic.i ly

sigInifica!il differ'-ncem Amonrg propetimlty groups .-is would we :xp'cted.

"Aa ked only of tihoe re.spondents in tli .grade.

L*t . - . . . .. .
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SECTION IX

Trade-Off Analysis of Reserve Component Attributes

In this section a mathematical and psychological model of Peserve Com-

ponents re-enlistment intentions is discussed. This model is similar to that

discussed with respect to NPS civilian mates in Section IV.

9.1 Some Background On Re-enlistment Intentions

The data presented in this section are based on the same trade-off

procedure used to estimate civilian accessions. In studying re-enlist-

ment, however, we are not attempting to estimate the actual number of

re-enlistments. To do this would have required that we directly relate

the attitudinal data derived from this study with actual re-enlistment data.

This was done to estimate accessions using actual enlistment data pro-

vided by thK Department of Defense. With respect to re-enlistments, 4

however, actual data were not availu.ble. Hence, the dependent measure

or basic result is stated likelihood of re-enlisting only. These are re-

ported as numbers with values of . 0 to . 9. These numbers have meaning

only in a relative sense; the higher the number, the greater is the

relative likelihood of re-enlisting These numbers cannot be used to

estimate actual number of re-enlistments.

9. Z Sensitivity Analysis of Attributes

Table 9. 1 shows a sensitivity analysis of the attributes. The

attributes are listed in descending order of their relative importance

with respect to impacting on likelihood of re-enlisting. The numbers in

the right-hand columns represent average likelihood of re-enlisting and

percent changes in the likelihood measure. Because these numbers re-

flect stated likelihood of re-enlisting, these numbers have been labeled

as being indices of potential for increasing re-enlistment intentions.

F /
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The following conclusions can be drawn from 'Fable 9. 1:

1. A re-entistxrjnt tonus of $3. 000 and 100% educational
tcoverage; 10_L000 for each of 4 years are likely to have
the greatest V%%sitive impact on re-enlistment intentions.

Z. Other economic attributes such as p (50% over current
level) and tax deductions as well as I year extensions of
service alsa appear to be important factors in making a
decisiotn to re-enlist.

3. Factors related to the impact of Reserve Component
membership on lifestyle such as timing of annual
training, hair regulations and length of meetings per
month appear to be of relatively little impor-tance in
the re-enlistment decision fo: guardmeu and reservists.

4. The most important attributes with respect to enhancing
re-enlistment intentions appear to be similar to those
that are likely to have the largest imlact on accessions
of NPS men.

)I

& -
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SENSITIVITY ANALYSIS

Potential for Increase
In Re-entlistment Intentions

Attribute Level Average Likelihood S, Change

Actual Levels of the
Current Product 12 attribtte.s .476

I. Re-enlistnent lionus $3. 000 .794 +67
-$1.000 •694 +46

2. Educational Assistance 100% coverage; $1. 000
for each of 4 years .768 +61

100% coverage; $500
for each of 4 years .682 +43

50% coverage; $500
for eachs of 4 years .59, +2S

- 3. Federal Income Tax

Deduction Military pay in tax free .642 +35

4. Exiens'ion (,f Service I year .636 +34
6 years* .349 -27

5. Pay for Current 50% over current level .(634 +33
Grade 2i%ovtr c'urrent level .546 +15

20% below current Ievwi* . 404 - 1 1S
6. Annual rrainit•g Summer r'amp taken dur'itg

vacation. Receive military
and civilian pay. . 586 +23

Summer camp taken not
during vacation. Receive
military and civilian pay . 569 +20

Summer camp taken not
during vacation. Receive

,9 only civilian pay .516 + 8 Li" -- + Ijtwer Ilhtn o. rrv',it level
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PA• E:L]Y '. I (c'ont t d)

Potential for Letcrease
Attribute Level In Re-enlistment Intention*

Averagie Liketih,0-oI Chant.

. B)X ilI/Colc'miasa ry Ai ilAle all of the time.

Privileges for entir!!- famnily . 534 +1Z

S. Hair Regulations None .530 +11
Must be short* , 395 -17

Q. Hours ot Meetings
Each Month I Z houw-s .524 +10

10. What is Dotie At Unit 5U% mtil[tery tr.aining/50% ;.
Me et ,ip s V'omanun"1it y Se'rvice •498 + 5 i I

75% nxilita-V trairO .8/25%

community service .497 + 4

i i. wVhen Unlit M•e'tiligs
Are- I -ld Z session,/amonth taking

Z. different Saturdays* .3?T - Zl I
I :iainion-./month taking
I Saturday and 2 .374 -22
weelrday evenitlgs* I

I". Rrltirement Retire after 30 years of
service and receive about

$235/mronth phis benefits
at age SO* .400 -16

Rec.eive tau retirement
pay or bent-fits* 270t -43

L .ower that curreit level



I

9?

Table 9. 2 Phows the estimated impact on re-enlistment intentiois of four

of the f•Qv most inportan! sttrlbues.

The following concluslots can be drawra:

I. Withitl each demographic gionp. the =rejt.e impact on re-
eiihistment intentions of each level of each attribut.e tends

to parallel the corremponding impact on the total sample of
guardpmen and reservists .

Z. Within each attribute, there appears to be some discrimina-
tion among d!en':graphic groups in terms of absolute impact
on re-enristmnent intentions. Virtually every level of all fcour
attributes appear to have a larger impact on Whites than on
Non-Whites.

The most favorable levels of re-enlistment bon.%s has a Ilrger
impact ot; white collar men than on their blue collar counter-
parts .

9. 3 Resultant Impact of Combining Attributes

Although accessions and re-enlistments represent two different prob-

lems, similar strategies might be used to address both of these iasues.

This might offer log;stic ard economic efficiencies. With ibis hypothesis

in mind. the re-enlistment equivalent of the 1Z hypothetical products crewated

for NPS mi,-. and discussed in Section IV, are shown in Table 9. 3. These

products differ slightly fro.,i the NPS products in two ways. First, pay is P

expressed as percent increaes over the current pay levet ratheir than

dollars per hours. The other difference is that extension of service is

one year rather than an enlistment of four years.

As in the case of NPS men, the Department of Defense may wish to

sininlate additional cominbati,ins of attributes.

Sii
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TABLE 9. Z

POTENTIAL FOR INCREASE

IN RE-ENLISTMENT INTENTIONS:

SEL1EC1'ED ATTRIBUTES

BY KEY DEMOGRAPhIIC GROU1PS

Attribute*

"<;AMPLE .476 I+=. +46% +25% ,61g. +43• % 34__% +' .:+15_.%

-ac h.2s9+7% [4%J +28 +9+3 +1

q4on-White .529 +! 19% +30% +19% +C .1!9% 1% *9%

ReEccusation

Lhrte CoUrtn. 442 74 +49% +24% 67 +45 +27% +.3 % +34% +15%

TOTAI

"-mAML Urban .516 + +40% +24% +51% ' 3e% +41% +l t 304 +13%

Lahite Ura.462 70% I+48l +25% +67%, .4 +z7% +9 38+15%

P•y Grade
-"o- . 506 5 63% 4 4+% +16% +4o% +43% +16% +10% .09% +I9%

#el .441 471% +47% +24% +67% +45% +26% +36% +34% +17%

E-6/7 .496 S6 +46% 1,26% +F7% +4Z% 26% +29% +33% +14%

I-

L- Data are shown as percent increase. iZ likelihood o-r current (base product. 6

SData are hown as avergc likehoods

"-Boxed entries indicate percent tolcreases i'i re-enlIstnment itntentions thal are 10 or

more percentage poirts higher than other percent increases shown for the particuior

level of the attribute.
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Table 9. " shows the estimated impact of th ese hypothetical products on

re-enlistmen% Intentinns of key demographic groups.

The following conclusions can be drawn from Table 9. 3.

1. Product 01 -- the combination of Aducaugnal -I stone*- a O-
inrate 100_ coveraze; $SO for each of 4 Zeadrsa" a rgenlir--si
ment bonns of $1, 000 Is likely to hsve the largest impact on re
enlistment ivitentions in total as well as each demographic group.

Z. Rather than offer both educational assistance and a bonus in

addition to a short extension of service, offering more favor-
able educetional assistance in lieu of a bonus (Product 04) or
a Maiher bonus in lieu of educational assistance plus a one
year extension of service are likely to produce results com-
parable to Product 910.

3. All three products (14, 07. 010) are likely to produce results
-greater than any single attribute mnodiication.

a a. Except for Produacts 03. 96. and #9. these hypothetical products
reflect the fewest number and perhaps least piotemtially ealpen-
sive combination of a tributes that achieve appretimately hke
same resultr at the single most powerful benefit (as ealiest-ment bonus of j..000 ... +67% increase Ulwlihood at re- enlist-

meant. h

S. All of the hypothetical products have considerably greater im-I ~ pact on the we-entistrnont intentions of Whites thano on Nen-

Whites. Most of the hypothetical products that Include sonme
modification ;n educational assistance appear to have more V. j
impact on men living in large urban areas as opposed tosmaller areas.

*1I
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1- TAIiI.E qi.

- !POTENTIAL FOR INCREASE

IN RE ENLISTMENT. INTENTIONS
AS A RESULT OF COMBINING SELECTED ATTRIBUTES

BY KEY DEMOGRAPHIC GROUPS

Modified Products*

(1) (2) (3) (4) (s) (6)
Edmcation: 100% ($500) 1100% ($500) I03)% ($500) 100% ($500) 50% ($500) 50%($500:

SAttribute o $1.000 I$300 ---- $1.000 -

Pay:,. --. Z ---- u°p .. upSO%
Testi ---- yr.

TOTAL 3A MPLE +77% +62% -+5% +700 +66% +SS%

Race 1

HeNf-White 462% +47% +48%

White Collar 5 +66% +60% 77 +72% +Sq%

Blue Colter +74% +61% +54% i7W +64% +55%

-Locatihon

Large Urban #So% ~~ +71% 701J [*611
Small Urban 466% +67%

Pay Grade

Z-4 +? 60% +59% +"61 +62% +54%
E- S +66% +58% +70% +561

E- 6/7 +0S% +s1% +65% +AS%

' D)ata are shown as percent increases In likelihood over current (base) product.

Boxed entries indicate percent increases in re-enlistment intentions that are
10 or more percentage points higher than other percent increases as shown for
the particular level of the attribute.

MOSON
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TABLE 9. 3 (eont'd)

Modified Product*

1000 $3 9)(00 1)12FEducation: --- --- 50%($500) 50%($500) 50%($500) ---

Attribute opus: $1,000 -- $300 1 $300
ray: --- p 50% Up 2O% --- Up ZO% Up 2o%0
Term: 1 yr. 1 yr. --- r. I yr. yr.

TO','AT, SAMPLE +71% +62% +59% +73% +68, , .65

R ace

Non-White +49% +37% +45% +53% +47% +42%

, Occupation
White Collar +77% +67% +6Z% +78% +74% +70%

- Blue Collar +69% +60% 459 +71% +65% 464%

Location
L .arge Urban +72% +62% +74% +69% 466%

Small Urban +68% +61T1 +51% +70% +65% +64%

-P.y Grade

E-11 +66% 40% +57% +68% +65% +62%

E-5 +77% +64ro +61% +80% +73% +69%

E-6/7 +72% +63% +58% +71% +64% +65%

Data are shown an percent increases in likelihood ove current (baqe) product.

Boxed entries indicate percent i~icreases i, accessions that are 10 or more perceuttage

points higher than other perceiit increases shown for the particular level of the attribute.

Sit
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APPENDIX I

SAMI)L.ING 11jAN

Rationale for Quota S~mLI

There are two major con•ideratiotis in sampling--th.e naturt, of
the Paampte and the aqtquisition of the sample. While these are two dis-

tinct issues, the nature of the sample can hi.v a significant influence

on the acquisition of respondente. This 'wan the case in the pres.'nt

study.

Previous research (e. g.. Youth Attitud,' "l'rscklng Study) indi'ated

that three demographic variables appeor to be nmst important with

respect to propensity to join the nmUitary-

Race: White
Non- White

Age: 17-18
19-20
2'1-26

Highest
Education: Non-graduate of high ec hool (curreitly in school)

Non-graduate of high school (not currently in school)
High school graduatt.
Some college (but not a graduate)

Accordingly, it was essential that'the sample for the present study

contain adequate numbers of people who belong to each of the above demo-

graphic categories. While the use of ordinary rmndom samplig procedures

would have been desairable for purposes of sample repreneuwtativeness

and Statistical n.1S.•I i, such procedures were not feasibie. A mimple

rnnido tieiiph laI rge' enotiugh to nreel the above sample requireaveirts

woulo halve hb.'.n pto(hibitively contly. Market Facts' .expe.rience with

she Y..'.. Attitude' lr.tekin&_i Ntjdj indicat.es 'hat approximately one-0i1

I
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fifty householr' contacted usiip, a telephone i..'a(lcm sampji,,g procedure

?..s a respondc.nt meeting a demographic profile wimniler to the sample

profi';' for the pr4.sent study. In the prest tat sttady this ratio) would havi:

been evc'n smaller, l)ecause, of the requilrcrn'tit that respondents he'

brought to a central interviewioig facit;ty antI Interviewed in persl.

Time constraints also obviated using a ra.idom samplilng pl'ocedure,.

The Department of Defense's needs riadt, it matndatory that the project

be completed by Fait, 1977. Finally. respondents were interviewed by

a computer-based interactive system. This technique maximlizLa the -

quality of the interviewing situation as well as the quality of the data.Iq
On the other hand, it was logistically not feaaible to use this technique

with a truly randomly selected sample of respondents.

These restrictions on the use of a random sampling procedure

Sm-ade it necessary to use a quota sampling procedure in this project.

It was our desire to provide estimates of uncertainty surrounding

parameters estimated for the data, which was more difficult due to the

special structure of the sample. On the one hand the homegeneous

nature of the subgroupe studied insured that biases due to the nonrandom

sampling of respondents would be smaller than they might be otherwisf; but

'?ampling theory cannot by itself accurately estimate uncertainty levels.

We therefore provided uncertainty estimates based on judgment which was in

all cases at least as conservative as those computed using avallable statistical

theory.

Sani,. St r.'ctyre avidQuot

Respondents were drawn according to the following disproportionate

sampling plan:

#I



Demographic
- .riable Le V, Quota Nj.

Race: Whitt, 700+

Nov)- White lco I

Age: 17-18 20(..
19-20
21-26 2 0u:

] Education: Non- H'gh School Grad. z0ot
(Currently in School)

Non High ,Cchool Grad. Z0+
(Nt C'urrently in

- School)

High School Grad. 200t ,
Somn( College

(But not Graduate)

A proportionate sampling procedure was used with respec t to geo.

graphic markets. A quota was established for each of the nine m.rrkets

that roughly corresponded to each market'E percent of the total sampling

universe. As a result, considerably m.re intervivws were coniducted

iL Chicago. Boston and San Francisco than wvere obtained in the smaller , I
cities.

Acquisition of Respondents

Becaus.- the civilian respondent sample was highly struciured on

basic dernograph;:t variables, the respondent recruitment task was poten-

tially of considerable difficulty.

Quota sampling respondents who met the demographic requlremetits

of this study necessitated that respondents be acquired through a' variety

of courses. While such sampling is relatively unstructured. Market

Facts made every effort to provide some degree of structure to represent-

ing the diversity of viewpoints.

-.Ii , ,, 1k -
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In each of the nine markets, Market Facts' field supe.'vi•ors' in

conjunction with local iiadepetident field supervisors, contacted the folh)w,

ing types of local organizations:

0 noy'a clubs
- RPi1gious youth organizations

*Jaytees
* Faculty advisors and counselors of school

and campus orgaaizations and clubs

*Community youth centers

In order to contect young men who were not affiliated with any

orgasniaation, the field staff al&;o conducted on-site screening/rec.:uiting

at locations frequented by young men. These included such places as

the following:

*State employment agencies/public assis-
tance offices

*Industrial plantsi
* Construction sites
e Fast food restaurants
*Bowling establishments
* Public beaches/parks

*Shopipina centers tI
The feasibility of these locations was contingent on gaining approval

by tho.ce in-charge at eacAh location. On-location screening/recruiling
was conducted during peak hours by interviewers specially trained as

ruicruiters, who were capable of building immediate rapport with poten-

tiat respondents.

Following thc initial contact, all respondents were recontacted by

it letter on Market Facts' letterhead listing the appointment dates, lime

and location (illustrated with an accompanying map). The letters wfrq!

signed by the president of Market Facts which assured the respondent of

the study's validity as well as make him feel important. Respondents

Wes-
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obtained through on-site recruiting also were recontacted by telephone

for an appointment or confirmation of an appointment,

No more than two people from any one organization and no more
than six people from any one on-site location were allowed to participate

in this study. A respondent could refer one other respondent. The

referred-respondent could not in-turn refer another respondetit. All

respondents were paid $5 as an incentive. Respondents who referred

a respondent received an additional $2. 50.

r -

H.
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APPENDIX h

WEImca'ING OF RESPONDENTS

The use of quola sampliiig leads nattirally to a study dt.sigi int

which i0, numbers of respondents with certaiin demographic character-

istics (in irrms of age. race and education) are disproportionate to

their actual numbers in the total U.S. population. Accorditngly. t

respondent weighting procuduri, was used to make the sample of NPS

civillan males correspo'id to actual census levels in terms of age and

race.

Specifically. 12 age-race weights were developed based on census

data for six age categories (i.e.. 17, 18. 19, 20. 21 and 22- 26) and two

racial categories (i. e.. White and Non-White). Education census data

were tint available and. therefore, not used in developing respondint

weights. The weig~hting cotista~tt for each r,.ll wate simply the! product

of the appropriate age weight an(l rat e weight.

At
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S VA'r -I.i ICAI, 1E LIASIl3 TY N

Recaust, r.,spo•dti nts are weighte'd tinequally it is not correct to

assess standard errors by methods which would be appropriate with

unweighted data. A similar prohbltc occurs iH the series of Youth

Attitude Traijlt st~tdivs (Markf't '.•cts Inc. ; Fall 1975, Spring IQ76.

Fall 1976. Spring 1'77 7, and Fall 107 71. in these studies. standard

errors are conmputted usi,)g "t replicated sample procedure developed by

W. E. Deming for use with weighted data (Proceedtngts of the ASQC. ; I
June 5, 1Q61). Standard errors .,stmited in this way averagK" 10 percent

greater than those obtained by applying the procedures ordinarily tsied

* with unweighted data. These more conservative esiniates of standard

errors seenm appropriate for the present study.

The accompanying tables provide q5 percent ctwfidence and intervals

for pcl-•'i•ial, , es o rvirwd in this xtUlyV which are ;en percent larirt.r than

those obtain-ed by s rdims rv methods.

ii
- I



NLU*iWOT PACl;TS

STATISTIC(AL REII.IABIIoITY FOR IDETERM[NING ACCURACY

OF0 PERC.IENTS WITHIIN A SINGLE SAMPLE;

At the 9r,% 1,,.l of confideonce

- mdigstide of lE.xpected (Jr Observed Percent

Sample 10% 20% 10% 40% 50%

Si.e _ A70/ 600 50
100 6.4 8.7 9.1 10.6 10.8

200 4.9 6.-, 6.9 7.5 7.6

400 .1 4-. 4 S.0 ".,1 5.4
600 z. 4.1 4. 3 4.5

1 000 1., I ' . .1•. 4
200O 0 1.4 Z.0 / . .4 2.4

• " i 'V ,0 0 1 . 1 . 7 . i 2 . 1 2 . 1!

3000 1. 6.,. 1.8Z. 0 2. 0-j

Not to be used fGr t iinipariing ihervations frorm different groups of

respondents

• Observed oercernt I- the appropriate FhUrnber shows by how much the
observation could vary diae i) samipling error

STAT1ISIC Al. i I .IA ABI.II ' I't ('X)Mi -ARINC IPERCENTS
m iw iI .N *rw ) INI•il .'IN )NT SAM P1 .ES .

At Ithe- 9'"I'n Ih w. i t if doifid ii "

yAvre of the Two Observed Perceiitl

ot( :.i 1Eah Z07, 3 07, 40% 5070
STI1,_.. •oly• 70 60% 50%

100 1.I . Z. 14.0 14.9 15.
zo 80 •. . 7 9. h• 10.6 10.6

400 .1. 6 6.2 6. t) 7.5 7.6
600 3.i .0 5.8 6. Z 6.3

1000 2.'I 3. a 4.5 4. 7 4.9
2000 2. 2.8 3.1 3.3 3.4

*2600 1.8 Z. 4 2.8 Z. 9 3.0
1-100 1.7 Z. 2 Z. 5 2.8 a. t

-:Not to he used fur measuring accuracy of percents within a single

sample

Minimum difference required between the observed porcents in the

two m•ampled populations to be statistically different
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APPENDIX IV

TRADE-OFF ANALYSIS

The Trade-Off Model

Aiiy important choice thal an individual makes almost always re-

quires that he consider trade-offs among desirable alternatives. For

instance, when choosing among possible jobs it is seldom, if ever.

posamble for ihe individual to find a single job possibility which embodies

all of his favored cnaracteristics. Consequently, he must decide which

characteristics he is willing to forego in order to obtain certain others.

To specify just two such types of consideration, high pay is usually

paired with longer hours and different employer&s offer difierent benefit

plans. Trade-Off Analysis is a technique designed specifically to deal

with such situations. 9

Th tecl.niqL-' assumes that an occupational activity--In the present

c€sas aevinl; iv th•. Reserves or N•ttonai Guard, __ can be characterized.

as being composed 3f certain specified attributes, or more accurately,

attribute levels. (The attributes and levels usad in this atudy are pre-

-s-nled 'n the Introduction to this repo.t. ) It further assumes that every

individual has a u•tility v".ue (relative importance) associated with each 9

oi th- leve.s of (.a,an attr~hitte and that it is possible to deter.nine an ,•

indivioj.al's rvv rall utility for a product by combining in some way his

utilities for each level of each attribute characterizing the product. The

"composition rule" used in this study is multiplicative. That is to say.

the overall utility for a product in assumed to ;ir the product of the utility

values for the appropriate attrihtute levels.

The numerical ut ity values characterizing the underlying pre-

ferences of any individual may be inferred from preference data

provided by the individual. Respondents in this study were presented

with a series of paired comparison questions which required them to
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trade-off amo'ilt the vairioots I rvels of the attributes. These questions

were of the form: "All other aspects of the Reserves and National Guard

- programs being equal, would you prefer-

1.0 PClit Stiflent bonus $300 r di stmnc t lwins

- & (or)

pay 50% above the current level pay 0Sabove the nr rent luvel

Tresitntoerachiv itrvionewitg a ies of cuseermittedo thes tympe, ea toe

Thes:i itoeracthv rne&Foiewing amerethod quslid n p ofit this toypeerc to

of which was selected on the hasi. of his responses to earlier queslion?;.

- ~It therefore yielded more information about his utilities than would othur- i
wise have been possible.

A computer program estimated vach reapenderitls utilities fromv

these rexpoises. unas'g an iterative maximum likelihood procedure. This

procedure seeks to maximize' a likelihood criterion which is the product

of the N estimiatted likelihoods of the respondent's atctual rscsponses. ton-

ditioned upon his titilities. Also computed for each individual is a

measure of goodness of fit known as tau and calculated as follows:

tu-PC - i* where Pistenmrofpairs frwhich the calculatcd

utilities can correctly reproduice the respondent's choice on that pair and

Pi is the number of pairs f.,)r which his choice is "predicted" incorrectly.

Thus, for instance. a tau .f.70 corresponds to the case in which the model

correctly reproduces 85% of a respondent's choicesi.

Trade-(If Analysis praese-ts several distinct advantages over other

methods typically employed to treat attituiainal data. Traditional measures

do niot permit a'.qal'qiwmit'tlica.l inn of the acceptability of products or

programs iat pr.'s.'t.'d in the original questionnaire. fly the~ nilulliplica-

live' comuposition rule. Trade Off A-alysis call assess the acceptabi'ety of

a porAnid.'f~icw liv spel. ifiv.' levels of the attributes studied. Since

this analysiis in condiic ted at the individtiall level,. it is possible to obtain

information about acceptability for a iy desired grouping of individuals.

such as those living in small urbani areas or those holding white collar jobks.
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By thempelves. thec ittiIitiv calculated is' th.- nannier desc rihed ibrove

are expressior.i of preft-renct not propensity. That is ta sa.i~ they pro-I
vide the capability of demoinstralitig an intdividual's relative preferenct, for

one posisbic Rest rye program over Another. bitt they do riot i:.dit ate his

absolute likelihood of actually joini-ig the preferred program. [IVy nians

of a four stage proretss. however. it is pos..ibe to relate these utilitics

to other estimates of .actual likelihoods of unlisting and finally to istiniated

accession levels for hypothetical packages of service characteristics.

This process depends upon the roalationship of four key variables:

where AUxil respondet-i I's %ittlity for the level of Program X on Attribute

OL~xj respondent j's overall utility for ProgramX

if offered Program X

Ax :estimated accessions to Program X

The relattionships Among these variables alid the estimation of key para-

meters are described below.

ObtamninjLAtt ribtite Exponents

The overall utility of respondent Ifor Program X is estimated

multiplicatively i-i the following way:

BI BZ Bn
OU All x All ' x. AUxA1

X, xlj xzj x ro)

nl ALI where ti is the number of attribufts describing
x~ Xl)

x. 'rhe e'xponents, Hi. adjust for possible perceived redundancy or lack of

Estimates of these exponwi'ts were obtained in the following manner.

Each responde~nt was presentvil with 12 kconccepts of possible Reserve or

National Guard programts which were dvacribed in terrms of the all ributes

studied. .tqd which lit, was aseltd t4o ranik order 0i~ terms of hi% preference.

Least squares regtressiom analysis was then used to provide an equation

predicting a respondent's rankc order for any concept from his utilities.
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The model used wait

ROq z b ',I A lql + b In AU q . + b, I i AU q n

where ROq is the rank order of concept Q. Each respondent supplied 12

observations to the analysis, one for each concvpt he ranked. [tcause

his mean oi each of the variables was removed before eiteritig t114 anailysis

there was no intercept term in the regression. The regressino wetghts

thus obtaived were arbitrarily scaled so that the largest was untity and the

resulting numbers, one for each attribute, were then applied to tht,

appropriate attribute m titilities sal exponents. Exhibit I displays th., ex-

ponents use,rd for eAch sample.

L Exhibit I

ATTRIBUTE EXPONENTS

Attribute No Prior Service Current Reservists
Civilians and Guardsmen

pay .q17 .597

Term 1.000 .747

Bonus .q60 1.000

Education 91? .646

Tax .856 .785

PX Privilerges .473 316

Hair Regtulaltoii., .064 734

No. Meetingt glr,. ]•zq 5(74

No. Sessiiopi/kMi. .7o4 751

Duties . 46 475

-Training Camp R 79 .644

Retirement 794 .969

Branch 752 11. a.

Obtaitin& Likelihood EstimAtes from Utilities

Each respondent estiniater, his likelihood of enlisting if offered the

programs represe-iled by four concepts: his two highest and two lowest

ranked descriplions of possiblh Reserves or Nationa' Guard Programs.

.1 01
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Each concept was rated on the scale shown iii Exhibit 2. WFor olv'oust

reasons, any .cespn'ide,,t giving four identical iati!,gs w.s deletd fro:

further analysis. I lhe respondent's ratings were first tranisform,-d by

means of the equtiwui 1 - 13-R wher, R was hisi r~t,'ig -f Co-%

13

cept Q on tkh. Is-point scale, aid wqj wt lhe Zr46nsfo'nied rating.

For each person a four-oh.tervatio-' regres.sio,i was then perform~ed

!saing the following nmodel:

In "r . - a + b I n OU q)

Ihe purpose of this regression was to scale vacih respo-ident's utilities

in such a way as to relate thenm to his estimated likelihoods of enlistment

as expressed by the scale ratings. This step was necessary because

utilities are derived from data in which respondents compare the relative

attractiveness of collections of attribute levels. Two individuals with
similar patterns of preference would have similar utilities even though.

they had different likelihoods of enlistment.

By estimating these two parameters for each individual and scaling

his utd|ities Accordingly. this elemrent of indeterminacy is removed froam

the data. Fach rerpondent's ttilities arte made comparable in the sense

that his over.all utility for each of the rated concepts is set as nearly as .'s

possible to the. transformed valuie of his rating for that cotcept.

rhe distribhlion of r for this rt.gression is shown for both samples.

in Exhibit 3. All respondc. .Is liot meeting three criteria were excluded

from further analysis:

I. Parameter b. above, wreate" than zero. (This requires that a

respondent have higher enlistment likelihoods for those concepts
with higher utilities.

Z
2. r greater than or equa' to . 25. (This ensures a minimum

degree of relationship between utilities asld likelihoods.)
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1-1. gI ri.aIvr Ih litvi or .,qlt'i I .I i, ) hi s .-p i:ciliv.s a
,iii'i-nirn 'itaitdard of fit of !l,. .. ,i~ cder .'& iitj ,, 10

him preference data.)

rhe. ata d h) paraih(,trs ohtai,wd in Ob r,'' ,ý.i sion just de'scribed wnr(.

- then usted to r.Ilal, wtility estitnate.s to Iil b(lihond rati i1 (stinate.s Ihy Ilii.

- equal ion.
OU I

X1 xja IEXHI-iB I?

''Likelihood of Eniisting" Rating Scale

- and Dist ributiovo of Ratings

Wording Nutneriual No. of Rt.spondents Percrntile Es irnated
G ive, Rating Giving Pating Rating P• rcentile

1 84 0 92 ,994

"Definitely" 2 63 979 . 970
3 89 . 96. 94

4 26s .933 • 90tY
"Probably v 369 .875 .852

6 -128 . 803 ' 787

7 585 .711 .710
"Probably Not" 8 476 .615 .621 I;

9 6q5 . 508 . 520

1 450 .401 .408 -'

"Definitely Not"' 11 413 . 3Z6 . 7Z84
1 15 87 .144 .T48

VX IIIHIT 3

"D)istribluion of a.'Z

.. .. .. .. .. . .. . .. . . 31 .4 .) 5 60 70 .80 .9 (1 (1

N "'o Servi ( ivilians 131 , 501 t 10 () 16 30

Ci, r ,, ,. . i.s ,,,,! (,,rd.,i t s 6aIt'I. 7a,_ In 1. 22 46 39

_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _
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-to he all actual' l'''ihoodt "ity-x prioibabitl i tir .'twe't of the worid. 10ttht r,

'it w'as iviterpreted nterei,' ei. a'I -'ý,ontvai tv tit ,~ vc.pwd,'it's It o ii

* - e 1111'111 pc lth'wý III if m s ofe Ott.e i'~ at tualI flit;4"J'. II% o' It' ' t'

the ncal' in thi., ri'gim..n aii tndicca.1tt Ot-l-e SOV.mi,,-
1 

tO 1W tte r*~ ,

bei'ie've 0
1
.11 re'np.~ ;'-Ats vt' wre' ft'ito vm(Oit ilt, ttkm' iotli)O

15 0%~ n'ti 1hi,

anl orditiic -tv te'. tht, cdecilelo't wa imoie it) tr',tt Ow~ likh,Otihod title' *tt

- ~~~A nerqt'y . r~IiinaIlei. Acciici''gl'V, pervnitet.' ptiettet wc'rv' e'%tiihiie'

for e'ach of Ow 1~ .! sc'lc posi3t~aions~ .%wnr thest %e'.ailttv', weV(re titi 't'do rcliremitt11i

- ~~the likelihood i or t'cmpooding to e'.iih t-%t i' poita

F'or netiahbe-"~am''tw k. oniptIa i ot ius itI wa ;,'i'e si sat r' to vxprc s st thi' it.' por

Coptt c nIp t 'ti,-Wh ~ Im~~.~fue o ~ec t~iite 6 .t F, A fkivtCt c0on o-f the al uI,)]' y i in ret I O it mtt Me vabir b h'i h r hat u H

I (II IV 1 I t wh er I- v u . t he r,,t Ii -1
xj xJ

* -of tiehe, one' - to-~ twelvve mca t.. The 'alit eoN (if thih t.m&ic t on for ('AI+ Of the'

4 ~~tcaI e point ~it are shelwti in thi'lt- 1^6 c ottini of Exhihl 2..

I he Wi.41a %te'p titth p1 'receiciti'tj~ of Jt(CVS-Iioltl t4'Vetj iu. bASV(d COIl All

.1idditivt' atggrr'gati~i' of the H' I P'tnet~ tt11kjeittipIIL'(I by cczIt~p'it'i

wei' ght which voe'Iiv I m' t e it m tt,'it at t itv, ite it amongt~ the' saipt ' g roup I oU

A -lt 14.4 Lon s tilt tit tota put .l

AX I W 1t 1 ~ W& tl)

rL Wt, Pve hort me im' thttit mmte if tvqm*it -i'I

It

ý4 th Wei ht (tt- 1



In order to obtirln theme wV'i1t s, amninit ial inaaj~ was pe eforiried

for the N PS elg' l iiti -Ampe In whitch all rcMponidctoi W"eihtS .4 te Li k(

1. 0. Fstintie~td tcces.-o-'% to lithe prngrnni as crrv'iitly described were

tab~ulated htj vikch of 1 2 age -tace g rnup'l atid 1w -ce figura weS vcre tonmiparu I
with actul oa Ieurmn he.r .1 ir' le 1477, zv.t v~i oio levelIs for thCNU j' groups). !he

latte r figuiri's wo.re' h-tppl iedl by M1A IMA C. ( ot)ipiat risui of tht.i* im

made pctsiahie the spec ific~ation of, b.Ro-~ race aC ighlat, onet of Whicr% WeasI

-%ppli ed to each r spotidet t cit sib 0 eiquent ieli oi oil the haeil, of his

mnembhership ill ole of the 12 gr. oupit. No smil ar ligu rc f o r re-enilist Ifc' its

we re ava ilalelt, f.)-ir inl the viir re' n ruev S eltsi and gla rdhi-ani'i san'tple';

hence-, all simlitateon s i ivrol vitil th'~t t sampteltit rc sptondunt we ightm of

Onice weightinig Nactort a rt, obltained, act..% ehio l t-vrl s for aniy

tiypotiteiivai R~'eservvl: %,id N.uce'e;AI ( nard pt't-granii cdix hv ctjtnmited. It

iii o-iy ntreveLarv to tipvt ify th t &etv cilucte le~velIs wlctih tetIa'er: theli

prt'grirni of iiltri'r't, I'ih rtsiitt jig a(ccsiontd e'stiinatus are prt-stntvd H
both iii thei r r,iw I arm (the# ac tual eat imates for that prog ramn) andi as per.

cecuage deviattions~ front acceastil) levi Is t0 the cu rreint, program,

Stich estiniate ca he madte ve'paralely for anyv demo~graphic grntlpa

about which data were collected ili the study. 'Ihi zs it is possible to deter-

mine which programs' have the grieat%-t effect ill icicret-sed accesaiotii

among the highly edticated. amonng good Ntudenit~t amfong whitels, among

?t- year oldis, andI so on.

A nulneericatt cximpi' e'Of ttec p roe.-Rl` t a.' .. d r elsed' in thitis App1 endidx

111.1v Ill toeeiie itI lilt 'ýlqdv priitwu~; !tle'pl.~ 'l .l( of MASICe'l FA(iI it

u~itiill lnk. toot'ievIt1le, t`kli''~j SeIV11.eiii cntrltiemttlr.Iee';(iicr
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-. ,t~xij " reaspondent J's utility fir the !evel of Program X oil At.triJu~e i

OUxj respondent j's overall utility for ProJgram X
n Di

T a T AUxij , where n is the -tuvnc- oc attributes

characterizing X

•., Rxi respondent its rating on a IZ-•p)nt scale (where I c.)rrespondL to

¶ his highest possible likelihood and 12 to his low#.=st possible) of
his likelihood nf Joining X. if it were affer,. to hint

Txj the transforrmatlon of j's rating of X
STxj - 1 3-112!1

Txj is estimated by the following equation

aj hj
Tj= e OUxj

Y) the percenttile point corresponding to respondunt j's rating, Rxi, of

Pro.ram X
Pxj is estimated by thte equation

pXj= 1 (-T)

- the respondent wv•.tght fort .

.ah- e vtih ted ac-etisons to Y.
Ax is esthiitl d *v ' H it- ,,itation

- Wi I'x, where tit isi ti, iturob, , rt-.4ptindeid

-1 't M then ittinber of pai re'd c-'iparison quentionn frt o th,- qtostioInlAire

for which a rosponfIdent's umillties can correctly reproduce Iiis cholicn
on the question. rhi.-; v.Alur. is useid in catculzt.,tn of tL.u
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Glossary of Tlorrms (contini-ed)

Pi the number of paired comparison questLons froni tI,!: questionniaire
for which a respondent's utility csaniwot c•rrectlv "-:produce his choi,:e.
This Is &rso u.qed in the calcilgtion uf tau

tau a measure of how well a respoident's ittiliti.ts fit his perference data

taxi P- :c - Pi
Pc + Pi

ROx the rank order expressing relative preference for concept X

Bi an exponent applied to the utility for attribute i. These Bi are esti-

mated by regreseiotr analysis' %iing the mnodet

ROX :- i1 in A•,l i 4- 112. i1 Al(!, 4 B, In Al1xn

ai, hbi a constant term And an expon,.nt ft'r resij- ndetit j which, when applied
to itilities to likelihoda, l t, re.gjrontion modo|1 providing these

terms is

In Txj aj + bj In OUx,' .

ill -- I

___ ____ __ __ __ __ _;


